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Meeting Agenda City Hall
200 E. Wells Street
Milwaukee, W1 53202

BOARD OF FIRE AND POLICE COMMISSIONERS
Committee on Testing and Recruiting

Commissioners Marisabel Cabrera, Angela McKenzie and Nelson Soler

Executive Director La Keisha Butler (414) 286-5000
Program Assistant | Elizabeth Moore (414) 286-5185
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Friday, November 9, 2018 9:00 A.M. Room 301-B, City Hall

AMENDED AGENDA
The agenda below is hereby amended to add Public Comment to Item I.

The Committee on Testing and Recruiting of the Board of Fire and Police Commissioners will
meet in open session on the following items:

l. Request to Amend Police Lieutenant Promotion Criteria/Detective Job Announcement
Bulletin

A. Public Comment

The Board may receive a motion to convene in closed session in City Hall, Room 301-B, 200
East Wells Street, on the above item pursuant to Section 19.85 (1)(c) Wis. Stats., if necessary.
The Board may then reconvene in open session concerning any such item following the closed
session.

Members of the Fire and Police Commission who are not members of this Committee may
attend this meeting to participate or to gather information. Therefore, notice is given that this
meeting may constitute a meeting of the Fire and Police Commission or any of its Standing
Committees, and must be noticed as such, although they will not take any formal action at this
meeting.

Upon reasonable notice, efforts will be made to accommodate the needs of persons with
disabilities through sign language interpreters or auxiliary aids. For additional information or to
request services, contact the Fire and Police Commission ADA Coordinator at 414-286-5072,
414-286-5050 (fax), 414-286-2960 (TDD), or by writing to the Coordinator at Fire and Police
Commission, Milwaukee City hall, room 706A, 200 East Wells Street, Milwaukee, WI 53202-
3515.
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Memorandum

To: La Keisha W. Butler, Executive Director
From: Dave Gelting, Research & Policy Analyst
Date: November 7, 2018

Re: Chief Morales’ Request for Policy Change to allow Detectives to take the Lieutenant’s
Exam

This memorandum is written in response to a November 2, 2018 request to provide the Testing and
Recruiting Committee context regarding the history and current status of promotions to Police Lieutenant
in the MPD.

Problem Identification

According to my interpretation of the documents written by Chief Morales, Assistant Chief Caballero, and
the MPA, the problems that they are identifying and attempting to address in their request to change the
minimum qualifications for the Police Lieutenant exam are:

1. A perception of unfairness that members at the rank of Detective do not have a direct
promotional path towards Lieutenant.

2. There remains ambiguity regarding the matter at hand: the language of the Detective job
announcement indicates that Detectives may not be eligible to test for Lieutenant. The use of the
word “may” sows uncertainty regarding how the FPC plans to set the minimum qualification for
Lieutenant and gives members second thoughts when applying for the position of Detective.

3. A perception that the work of Detectives is devalued by eliminating their direct promotional
opportunities.

4. There have begun to be less applicants for the position of Detective and thus less depth to the
talent pool from which Detectives are selected.

History of MPD Promotional Structure

In the mid-20™" century it was common for U.S. police departments to have separate and distinct patrol
and investigative bureaus, each with their own promotional paths and supervisory structures. As crime
rates increased nationally through the 1960’s and 1970’s, police agencies and academics began to
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question the effectiveness of what they termed “reactive” policing: a focus on routine patrol, immediate
response to calls, and follow-up investigations. The idea of “proactive” policing became popular in the
1970’s to 1980’s, with the notion that police agencies should function in ways that might prevent crime
from occurring in the first place.

With this new approach police departments began to reorganize their management of resources. The
former approach emphasized investigations while the new approach emphasized patrol, thus department
structures and promotional paths changed to reflect these priorities. Milwaukee was an outlier in this
trend, in that the MPD continued to utilize a separate promotional track within their Detective Bureau
into the 1980’s and beyond, reflective of the value that MPD placed on investigative work and their late
adoption of the prevalent trends in U.S. policing.

Table 1 provides a historical summary of the bureau and position structure in the MPD. This is not a
detailed picture of the promotional or chain-of-command hierarchy, but is an overview of the positions
under each general workgroup to give a sense of the positional roles that existed during various times in
the history of the MPD. The information was obtained from the historical MPD and FPC annual reports.
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Table 1: Investigative and Patrol Positions in the MPD
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The current organizational structure, implemented in 2010, follows the common practice of police
departments trending towards proactive crime control strategies that have been implemented in cities
across the U.S. It should be noted that the use of the term “best practice” is often utilized rather than
“common practice” among national associations and academics, however at this time | have not found
any objective data that definitively identifies a particular organizational structure as better than another.

The current position classification and promotional framework was decided upon by the FPC after
receiving a reclassification request from Chief Flynn on March 10, 2009. The Department of Employee
Relations presented a report on the matter at the January 7, 2010 FPC meeting. During that meeting, Chief
Flynn described that the rationale for combining the Lieutenant of Detectives and Lieutenant of Police
into a single Police Lieutenant position was “to avoid having two different police departments with two
different chains of command”. He further iterated that “The goal is not to have dead-end ranks”. The
board voted unanimously to approve the reclassification report.

From the outset of this decision the MPA maintained that Detectives should be allowed to test for this
newly combined rank of Police Lieutenant and the MPSO maintained that only Sergeants should be
allowed to test for this newly combined rank of Police Lieutenant.

A clear and final determination of a long-term policy regarding this difference of opinion has not yet been
determined by the FPC. While there was discussion regarding potential next-steps for further changes to
the promotional process, at this time no long term changes have been formally considered and
examination announcements currently determine minimum eligibility requirements on a case by case
basis.

Police Lieutenant Examinations
e July 12,2012
0 Detectives with three years of service were eligible to apply.
e November 6, 2014
0 Only Detectives who were in their position as of November 4, 2011 were grandfathered
in to apply.

Policy and Operations Impact

The changes that occurred in 2010 regarding the department structure and promotional framework were
more than simple changes to human resource practices, they were a conscious reflection of a changing
focus of the mission of the department. It was a movement away from investigations and towards crime
prevention.

A 2012 article in Governing Magazine provided an informative description of what Chief Flynn was
attempting to implement with both this and other changes to the department:

When Flynn arrived in Milwaukee, he found a department dominated by its detectives,
particularly its homicide detectives. Working closely with the district attorney’s office,
they routinely “cleared” more than 80 percent of total homicide cases. If case
clearance was the goal, notes District Attorney John Chisholm, “it was an extremely
effective system.”

While clearance rates are important, Flynn felt the department was focused on the
wrong goal. It was important to solve crimes, but it was also important to prevent
them. The role of the uniform patrol needed to be redefined and expanded. With the
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http://www.governing.com/topics/public-justice-safety/gov-milwaukee-police-911-facelift.html

support of the mayor and the Fire and Police Commission, Flynn took key plainclothes
commanders from the Criminal Investigation Bureau, put them back in uniform and
moved them from the Police Administration Building downtown out to the districts.
The elite plainclothes units were disbanded and consolidated. Now, instead of patrol
officers running from “hitch to hitch,” says Tobin of the Fire and Police Commission,
referring to individual calls for service, patrol officers are supposed to take the time to
investigate incidents from start to finish, including such serious offenses as aggravated
assault and armed robbery.

The process has not been an easy one. “We have had growing pains on that,” says
Tobin. Assistant district attorneys have had to deal with cases that were not as well
prepared as when investigations were conducted by detectives. Sometimes cases
were dismissed as a result, and uniformed officers have been disciplined for botching
investigations.

Clearance and Crime Rate Data

Review of clearance and crime rate data can provide context for the changing focus between
investigations and crime prevention. Because Milwaukee was comparatively late to change their
promotional and organizational structure to reflect new proactive policing philosophies, comparing
Milwaukee to the rest of the U.S. can be illustrative.

Figure 1 details the historical homicide clearance rate for the MPD and compares it to that of the entire
United States. Homicide clearance rate is chosen as the unit of analysis due to the fact that homicides are
generally investigated by Detectives and, being the most serious violent crime, can be a measure to
consider when assessing the investigative work of a police department. However, there are many factors
influencing clearance rates beyond the control of Detectives, so this measure is not intended as the single
authoritative measure of the quality of a department’s investigative capability.

The dots in Figure 1 are the actual yearly clearance rate and the line is a 4-point moving average which
serves to smooth the data in order to more readily recognize trends. Unfortunately, long-range historical
data comparing Milwaukee to all similarly sized cities in this context is not readily available.

Homicide Clearance Rate: Milwaukee vs US
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Figure 1 - source: UCR Crime Data compiled by MurderData.org
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Itis notable to see that between 1965 and 2000 the national homicide clearance rate consistently declined
while the clearance rate for the MPD remained relatively constant in the same timeframe. Also note that
the outlier data point in 2002 impacts the inflection point of the trend line. Internal MPD data reports a
clearance rate that year of 81% as opposed to the FBI rate of 48%. Depending on the data source the
inflection point of the trend line would be around 2002 (FBI data) or 2005 (MPD data).

Figure 2 details the violent crime rate for the city of Milwaukee, all U.S. cities with populations between
500,000 and 999,999, and the country as a whole. FBI UCR data was only available from 1985 — 2014. Like
Figure 1, a 4-point moving average is superimposed on the Milwaukee data in order to view trends. The
violent crime rate was chosen as the unit of analysis due to the importance of violent crime in the public’s
perception of their own safety, and thus the importance of preventing the occurrence of violent crime.
Similar to the clearance rate data, there are many factors beyond the control of a police department that
influence crime rates, thus the violent crime rate in and of itself is not intended as the single authoritative
measure of a police department’s crime prevention strategy.
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Figure 2 - source: UCR data online ucrdatatool.gov

Notable in this figure is that in both the U.S. as a whole and in comparably-sized cities the violent crime
rate began to decline in the early 1990s and then level off in the early 2000’s. The violent crime rate in
Milwaukee was relatively constant from 1985 — 2005 and began to increase thereafter.

One can conclude from this data that while the MPD was “behind the times” in their shift to a proactive
policing framework, their work under the previous reactive framework certainly produced much higher
clearance rates than the rest of the country. If the MPD was also “behind the times” in crime prevention
is less clear. There was a definite decline in violent crime rates both nationally and in comparatively-sized
cities during the late 1990’s. However, while Milwaukee did not experience such a decline, Milwaukee
was already at a lower violent crime rate than comparable cities. After 2005, the rates in comparable cities
and in the U.S. in general remained relatively steady while the rate in Milwaukee increased.
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Considerations

Debate on Minimum Qualifications for Police Lieutenant

The basic disagreement regarding this matter is whether an effective Police Lieutenant must have
experience managing people prior to taking the Police Lieutenant exam, or if handling investigations and
managing projects as a Detective sufficiently instills the necessary skills for a successful Police Lieutenant.
The Chief’s Office has indicated that Police Lieutenant qualifications should focus on leadership qualities,
regardless of professional experience directly managing people and/or projects.

The MPSO contends that a Police Lieutenant must have experience as a Sergeant because that is where
fundamental management skill development will take place given the number of staff a Sergeant is
responsible for managing on a daily basis. Furthermore, they argue that if a Detective is promoted to
Police Lieutenant they will be supervising Sergeants without any Sergeant experience and would be ill
equipped to do so. They point out that few, if any, departments in the U.S. have promotional processes
that allow for supervisory promotions without experience as a Sergeant.

The MPA contends that for years the department has allowed detectives to rise through the ranks without
any notable defect in their management ability. They make the opposite argument that by only allowing
Sergeants to promote to Police Lieutenant a Police Lieutenant will be supervising Detectives without ever
having been a Detective, while at least a Detective has been a Police Officer and thus has some familiarity
with Patrol. They believe that forcing a Detective to make what they view as a lateral move to Sergeant
before they can take promotional exams makes the position of Detective a “dead end” and undesirable
promotion for Police Officers.

A decision by the Board on this matter will address problems 1 and 2 identified in the introduction of this
memorandum: the concept of fairness regarding promotional opportunities and the ambiguity of the
promotional opportunities for Detectives. It may be that confidence in the quality of the examination
process for Police Lieutenant is high enough that the minimum qualifications and experience required for
the position is relatively unimportant; the examination itself will screen out those that do not have the
required skills. Or it may be that the sort of skills necessary for a successful Police Lieutenant cannot be
fully assessed in the examination environment and setting appropriate minimum qualifications and
experience to even take the exam will address that deficiency.

Strengthening the Position of Detective

Problems 3 and 4 identified in the introduction of this memorandum are regarding the perceived value in
the position of Detective and the need for a deeper, more qualified applicant pool for that position.
Allowing Detectives to promote directly to Police Lieutenant or recreating the position of Lieutenant of
Detectives might address those concerns, but there may also be other ways to address these concerns
which generally relate to the “strengthening” of the Detective ranks.

More research would be needed to gather ideas for accomplishing this goal if it is decided to leave in place
the current Police Lieutenant minimum qualifications. It is possible that interviews or surveys of
department members could shed light on potential ways to improve the strength of the Detective rank.
Or, upon further research, it could be determined that this isn’t a problem at all and there is no
“strengthening” needed for the position of Detective.
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Conclusion

On one level the Board can view this issue as a human resources issue regarding promotional
qualifications, but on another level this matter can be viewed as a philosophical framework and reflection
of department priorities.

Regardless of how the matter at hand is concluded, there are particular issues, | surmise, all parties wish
to ensure:

1. Police Officers, Detectives, Sergeants and Lieutenants must all operate from a stance of mutual
respect and value. Each role is critical to the mission of the department and each role must work
together as a single team towards the department’s goals.

2. The department must balance both their reactive and proactive roles. They must not forgo
effective investigations and high clearance rates for crime prevention strategies, and they must
not give up on crime prevention to simply react to reported crimes. While the pendulum has
swung both ways historically across the country, our community needs a balance between both
aspects of the police mission.
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Memorandum

To: Testing & Recruiting Committee

From: La Keisha W. Butler, Executive Director

Date: 11/2/2018

RE: Chief Morales’ Request for Policy Change to allow Detectives to take the Lieutenant’s
Exam

On July 19, 2018, Chief Morales submitted a written request to the commission requesting that
Detectives with a minimum of four (4) years of service as a detective, police sergeant, or a
combination of the two ranks, be eligible to participate in the promotion process for the rank of
police lieutenant.

This request would undo an agreement brokered between the police department, Milwaukee
Police Association (MPA), and the Milwaukee Police Supervisor’s Organization (MPSO) in which
the policy was established that eligibility for the lieutenant’s promotional process required
service as a police sergeant, but allowed the current group of detectives (who were specifically
named in an addendum to the agreement) to participate in the promotion process without
having to serve as police sergeants initially.

As part of this item, you will find several attachments. First, is a letter from Chief Morales
formally requesting the policy change, followed by an email from Assistant Chief Caballero
regarding altering the language of the detective job announcement bulletin and a draft of the
detective job announcement bulletin. Following the job announcement bulletin are the position
statements from Chief Morales, the MPA, and the MPSO. In addition, | have provided
information related to the San Francisco model referenced in the MPSQO’s materials. Finally, |
have attached the preparation guides for the last administration of the detective and lieutenant
exams. These guides provide a sense of the job duties and functions candidates will be
expected to perform in each role.

FPC researcher, David Gelting, is working on a memorandum discussing the history and current
status of promotions to lieutenant. We hope to have that to you early next week.



This request by Chief Morales would have an impact both on the recruitment of candidates to
the position of detective and lieutenant. If the request is granted, we will work with our vendor,
EB Jacobs, to ensure that the examination process for lieutenant is fair to all prospective
candidates while appropriately testing candidates’ aptitude for serving as a supervisor in MPD.
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The Board of the

Fire and Police Commissioners
200 East Wells Street, Room 706
Milwaukee, WI 53202

RE: REQUEST FOR POLICY CHANGE - POLICE LIEUTENANT EXAM
Dear Commissioners:

On November 4, 2011, a Memorandum of Understanding was put into place between the City of
Milwaukee and the Milwaukee Police Association permitting employees occupying the classification of
detective be eligible for consideration for promotion to the rank of police lieutenant if the employee
otherwise meets the minimum eligibility criteria for promotion to the rank of police lieutenant as
established by your honorable Commission. | respectfully request that members with at least four (4}
years of service as a detective, police sergeant, or a combination of the two ranks, be eligible to
participate in the promotion process to the rank of police lieutenant and to remove the language that
would preclude employees from the promotional testing process based solely on the lack of experience
as a police sergeant.

The essential responsibilities of the police fieutenant include preserving public peace and order,
preventing and detecting crime, and improving the quality of life for citizens of the City. They are also
responsible for directing and coordinating field investigations, evaluating and determining follow-up and

.ensuring that all investigative work is completed. Members in this critical role exact the proper
performance from personnel of a lesser rank and enforce the rules, regulations, and standard operating
pracedures of the Department and the laws and ordinances for which the City takes cognizance.
Permitting these changes would afford more Department members who meet the minimum eligibility
criteria an opportunity to be considered for promotion to the rank of police lieutenant.

Department representatives are available to assist FPC staff in this matter. If you have questions
regarding this matter, please contact Human Resources Administrator Arvis Williams at 935-7110.

Sincerely,

ALFONSO MORALES
CHIEF OF POLICE

AM:an




Butler, La Keisha

From: Caballero, Steven

Sent: Wednesday, July 18, 2018 1.02 PM

To: Williams, Arvis; Gordon, Terrence; Harvey, Jeffrey
Cc: Butler, La Keisha; Crump, Clifton

Subject: Draft

Attachments: DET 2018 JAB.DOC

All,

Your thoughts?

As I've said in prior meetings....If the language in the job announcement does not address detectives being able to take
the promotional exam for Lt...the number of applicants will be low and the commission will have to have another test
soon. I'm afraid the below verbiage will preclude many officers from taking the exam.

Applicants for Detective who are not on the list of identified employees in the Appendix L Memorandum of
Understanding may not be eligible to participate in future promotional processes for the position of Police
Lieutenant. CEligibility to participate in an examination is established by the Board when the Promotional
Examination Announcement Bulletin is approved.

Respectfuily,

Steve Caballero

Assistant Chief of Police
Milwaukee Police Department
Criminal Investigations Bureau
414-935-7201 (desk)
414-544-6652 (cell)



Promotional Examination Announcement Bulletin
DETECTIVE

REQUIREMENTS

Applicants must have served continuously as a sworn member of the Milwaukee Police Department
for at least four years immediately preceding Septeinbeér:27, 2018 (f e..date of wiiften test).

Continuous service includes:

* Time spent on military leave or duty disability will count toward the actual years of service
requirernent.

 Pdiice Officers who have had leaves of absence related to physical disabilities, including maternity
leave, sick leave, or education leave or leaves which qualify under the Family and Medicat Leave
Act,

* Abreak in service of 30 cumulative days or less for other non-disciplinary reasons.

* Abreak in service of 5 cumulative days or less for disciplinary reasons will be considered to have
continuous service but must have the required years of actual service.

DUTIES
* Conduct crime scene investigations.
Collect and preserve physical evidence.
Plan and conduct case management activities.
Interview witnesses and victims. :
Surveil, apprehend and interrogate suspects,
Coltaborate and communicate with other department personnel.
Obtain warrants and assist the District Attorney.
Prepare and maintain departmental forms, reports and personal records.
Perform general law enforcement activities.
Keep up-to-date and read police-related materials.
Perform other related duties and responsibilities.

e & = 8 & o © » 2 &

OTHER QUALIFICATIONS
The position of Detective requires the following knowledge, skills, abilities and personal characteristics for
successful performance of duties, which will be evaluated in the selection progess;
+ Knowledge of criminal investigation procedures, interviewing and interrogating techniques, laws and
statutes, and rules and procedures. .
Oral and written expression, oral and written comprehension.
Analytical and interpersonal skills.
Judgment and decision making.
Planning and organizing.
Managing resources and directing and coordinating.
Initiative and the ability to perform effectively under stress.
Skill and knowledge to abide by and enforce the Department's Code of Conduct.

APPLICATIONS

Applications are available online only at www.jobaps.com/Miliiobs/FPC. Applications must be submitted
by Friday, August 17, 2018. The Commission is not responsible for applications not received by the
deadiine.

EXAMINATION
The examination will consist of the following components:
Written Test 25%
Oral Exam 35%
Career Review 35%
Seniority 5%
100%

The Written Technical Knowledge Test is tentatively scheduled for Thiirsday, September 27, 2048,
Qualified candidates who have submitted an application will receive an email notification with additional
information regarding the written test.

Applicants must pass the Written Technical Knowlaedge Test in order to proceed to the Oral Board
Examination and Career Review Board. Those applicants will be notified at a later date of the date, time,
place, and nature of the remaining test components. The eligibie list resulting from this examination will
remair in effect for two years from the date of adoption, unless exhausted, extended, or rescinded by the
Board. Prormotionis contingent upon passing a drug screen.

A Reading List and Preparation Guide containing information regarding the Written Test will be made
available to applicants for promotion to Detective. Both the reading fist and preparation guide will be
available on the MPD HR Division SharePoint.

FIRE AND POLICE COMMISSION
200 E. Wells Street, Room 706A, City Hall, Milwaukee, Wi 53202
Phone (414)286-5000



Promotional Examination Annocuncement Bulletin
DETECTIVE

if you will be unavailable for one or more portions of the examination due fo military service or training, you
must provide written nofification to the Fire and Police Commission prior to the examination. Please contact
Joff Harvey at (414)286-5460, jharvey@milwaukee.qgov, or in person at City Hall Room 708.

NOTE: Promotion Eligibility to Pollce Lieutenant
The labor contract agreement between the City of Milwaukee and the Milwaukee Police Association Local
#21 effective January 1, 2010 through December 31, 2012 and continuing in effect until otherwise revised
includes Appendix L, Memorandum of Understanding which states in pertinent part:

1. An employee cccupying the classification of detective on the execution dale of the 2010-2012
Agreement between the City and the Union shall be eligible for consideration for promotion to
the rank of police lfeutenant if the employee otherwise meets the minimum eligibility criteria
for consideration for promotion fo the rank of pofice lieufenant as established by the City’s
Fire and Police Cornmission. A list of idenfified empioyees shall be affached to the
Memorandum.

2. Noemployes identified herein shall be precluded from the promotional testing process to the
rank of police lieutenant based solely on a lack of experience as a sergeant.

Applicants for Detective who are not on the list of identified employees in the Appendix L Memorandum of
Understanding may not be eligible to participate in future promotional processes for the position of Police
Lieutenant. Eligibility to participate in an examination is established by the Board when the Promotional
Examination Announcement Bulletin is approved.

FIRE AND POLICE COMMISSION
200 E. Wells Street, Room T06A, City Hall, Milwaukee, Wl 53202
Phone (414)286-5000
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MILWAUKEE POLICE DEPARTMENT
MEMORANDUM

Date: 09/04/2018

TO: ALFONSO MORALES
CHIEF of POLICE

FR: STEVE CABALLERO
ASSISTANT CHIEF of POLICE

RE: Detective testing for Lieutenant

The ability to be an effective leader exists at both ranks. Allowing detectives and sergeants to sit
for the lieutenant’s exam ensures competition for the best candidates, We differentiate between
'managers' and 'leaders.’ A manager runs the police department and gets the expected results. A
leader’s mission is to lead the team, not just get results. Most importantly, a leader crafts the
future. What we want and need at the Milwaukee Police Department are leaders.

The intangible leadership qualities that are developed over time by detectives include the unique
ability to think critically and creatively about problems in the police profession. This untaught
skill is developed during the daily response to various crimes scenes, speaking in depth with
witnesses and victims of crime. They figure out how to solve the crime (how to solve the
problem). This skill allows for true leadership in some employees and not mere managers of
people.

These activities allow detectives when promoted to the rank of lieutenant to address complex
issues and resolve them. This quality above all has led to many prior detectives of the Milwaukee
Police Department to become chiefs of police in the State of Wisconsin.

Detectives work across areas of the agency. In other words, they lead groups of patrol officers
and at times, superiors to accomplish a mission. They are not myopically focused on just other
detectives and must build relationships to be effective.

Effective lieutenants are both leaders of people and have a component of administrative
organization. Detectives generally have both of these assets. The ability to influence human
behavior is developed as a detectives effectively communicate to the public, elected officials,
courts, juries, etc., and lastly document their work. Detectives are adept at attention to detail in
documentation.

Detectives routinely document important facts and details that assist them when analyzing crime
problems and working with problem employees. Dealing with any issue that comes up as a
lieutenant requires both the ability to work on the administrative side and the leadership side.
The ability to communicate a message and sort out versions of events leads to efficiency in
operations and effectiveness as a leader.




Detectives are called upon to investigate other members of the department. They are entrusted by
the courts to testify to the crimes they investigate. This speaks highly of the integrity detectives
have and what we want in the lieutenant rank.

The job description for lieutenant currently on file with Human Resources dated 06/09/2014
states the basic function of the position is: Preserving public peace and order, prevent and detect
crime, identify and arrest criminals, manage and coordinate criminal investigations, evaluate and
assign follow-up and ensure work is completed. They supervise, guide, instruct, and develop
personnel to become future icaders in the Department. These functions are not solely a sergeant’s
responsibility. '

Also addressed in the job description are the minimum qualifications required for the position of
lieutenant. To sit for the test requires three years of service as a police sergeant or detective in
the City of Milwaukee Police Department. Have the ability to command and direct a force of
personnel of lesser rank and to efficiently enforce discipline while maintaining good morale
among personnel. Have the ability to exercise discretion and judgment while maintaining
effective control of assigned police personnel and the ability to effectively maintain law and
order during their tour of duty.

To reiterate, the ability to be an effective leader exists at both ranks. Allowing detectives and
sergeants to sit for the lieutenant’s exam ensures competition for the best candidates.

Respectfully,

Steven Caballero
Assistant Chief of Police
Criminal Investigations Bureau
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August 8, 2013

Milwaukee Fire and Police Commission G @ PY

C/o Commissioner Kathryn Hein
200 East Wells Street, Room 706
Milwaukee, WI 53202

. RE: Previously Addressed by MPA/ Unanswered by FPC

L. Future promotional opportunity
II.  Furlough/Staffing/Safety

Dear Commissioner Kathryn Hein,

Over the past few years, many Fire and Police Commission meetings, I have
expressed various concerns to the commissioners; never have I received an answer,
‘While I understand it is within the purview of the commission to agenda items of
their choosing, I am requesting at minimum an acknowledgement of my
correspondence(s).

I. Most recently I raised, on behalf of the members of the Milwaukee Police -
Association, the issue of future opportunity of detectives to test for promotlon to
lieutenant. This concern has caused a drastic downturn in competitive testing, i.e.
member disillusionment and frustration manifested by capitulation. Officers are
simply declaring their personal unwillingness to serve at a higher level because of the
uncertainty created by unclear direction. This is one more illustration of morale
impacted by unnecessary policy change. Ultimately the best and bnghtest may not be
leading our department into the future.

Arguably it certainly is a reasonable request to establish clarity of future expectation,
I did inquire with the Chief’s office (COS) if the in question language was directed by
the Chief - I was informed it was not. With that being said it does not appearas

though a valid reason to post the test announcement with the language: ...may not be

eligible in the future to test for lieutenant, was appropriate, or necessary. I have
included my most recent correspondence to the FPC regardmg this concern. [May 16,
2013 memo to FPC]

Afflliated with: International Unlan of Police Associations AFL-CIO
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I1. Recent media has thoroughly iltustrated an uptick in crime. The MPA has not
been shy about sharing concern relative to filling vacancies, rejecting furloughs, and
caring for overworked officers. The commission has heard my pleas many times.

While a surge of officer presence (overtime grant) may certainly have an impact, it is
not a long term solution. Further it makes little sense to continue to furlough officers
while paying the same officers overtime to work longer hours when not furloughed.

Long term sustainability will be achieved through filling the vacancies coupled with
proper policing strategies; which must emphasize the fundamentals of the craft, while
embracing both the proven as well as the innovative. Additionally, while addressing
the concerns of crime we must also be cognizant of the demands placed on the . '

- individual officer. '

Our professional officers are dedicated to their chosen vocation, and equally

dedicated to the community and citizenty of whom they serve. However, they are

human and thereby have physical limitations — we must not discount the fact that our

staffing levels are far less than needed. Our fine brave men and women should never
"be ordered to patrol these mean streets in single officer squads.

...and certainly not after answering the call to the point of exhaustion

The Department pledged to you that furloughs would not impact staffing — I argued
otherwise. Officers currently work under extreme fatigue situations and are forbidden
from discretionary off days to recoup and reconstitute, Revocation of off
days/scheduling off days, including scheduling of mandatory furlough days in certain
calendar periods is directly driven by staffing concerns. . :

T challenge the common sense of the situation (continuation of furloughs) - furlough
while paying overtime; take it away with one hand and give it back with another? It
simply does not make sense. '

In your consideration as to support of enhanced staffing I offer the following:

o In the early 90’s the MPD went through a hiring spike (multiple academy
classes)

e Those classes are due to mature (retirement eligibility) within the next 4-to-5
years/ starting next year/
Resulting in over 300 officers available for retirement in a short period of time
The aforementioned coupled with the fact that our attrition rate is currently
out pacing our hiring, we are soon to find our department/city in a desperate
state (we may already be there)

On behalf of the officers of the MPA, and their families T plead with you: coﬁsider
their safety. : ‘ :




A

We need to bolster the ranks, double the squads, and repeal the furloughs. Itis Simply
too dangerous not to!

Sincerely,

MILWAUKEE POLICE ASSOCIATION

— > Qo

"Michael V. Crivello

President
Local #21, IUPA, AFL CIO

crivello@milwaukeepoliceassoc.com

Cc:  Executive Director Michael G. Tobin
Commissioner Paoi X Lor
Commissioner Sarah Morgan
Commissioner Michael M, O’THear
Commissioner Ann Wilson
Commissioner Marisabel Cabrera
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‘ September 14,2018
City of Milwaukee Fire and Police Commission |
c¢/o La Keisha W. Butler, Executive Director
200 E. Wells St.
Milwaukee, WI 53202

RE: LIEUTENANT EXAMINATION ELIGIBILITY
Dear FPC Commissioners [ALL]:
Sir/ Ma’am,

I am drafting this correspondence to inform the commissioners from whence we came relative to testing -
and promotion to the rank of lieutenant; while hopefully illustrating the best course forward. It is the
strident view of the Milwaukee Police Association {MPA} that future successes in leadership will be
garnered from a pool of greatest diversity. There is no credible argument to block the direct promotional
opportunity of the rank of detective to lieutenant; the same is clear for sergeant.

Clearly the Milwaukee Police Department {MPD} has demonstrated proficiency through the process of
fostering leadership through, both the detective and sergeant ranks. The long-standing, time tested
practice of an equal opportunity path has proven to be of true value. One may simply refer to the career
progression of our current Chief of Police, Aifonse Morales, for an example of achievement from the
detective path to lieutenant — ultimately Chief.

The issue remains [unnecessarily| persistent.
2010 May/ first meeting; Crivello address to the FPC (in part):

The issue relative to detectives is a vital one... The issues are twofold: the future of how our city employs
. detectives ...and how should the individuals curvently on an accepted promotional list be treated?

The city of Milwaukee currently enjoys a crime clearance rate which surpdsses other cities in the nation —

this is not by accident, but rather because we have a recognized tested, competitive promotional process
- — one that demands that the most qualified individual is promoted to the position of detective.

Affiliated withe Internations! Urdon of Police Rssociations
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Our success is founded in training — education; continual education — and specialty experience - - none of
this happens by accident — this occurs because we have individuals who have dedicated their lives to a
craft ... dedicated themselves to the city they serve.

The advent of the dedication is directly attributable to the Milwaukee Police Department training
academy and the historical process of which we have been grown... I say grown, because your best
leaders are grown, cultivated from great diversity and experience, of which our current system offers a
definite avenue ~ our future leaders have vast experience emanating from the two-pronged foundation/
uniformed patrol and the bureau; both of which are grown — sent to unique classes building the
Joundation for future leaders.

As recruit classes are indoctrinated to the academy of the MPD — they are very clearly advised of the
Junctionality and structure of the department - early on the recruit is taught/directed that there is two
ways to progress through the ranks of the department — two paths that share uniqueness and are of
certain equal merit; both of which share equal necessity 1o the success of the department — two paths
which offer equal opportunity toward achievement. :

The MPA recognizes that career broadening opportunities are certainly of value to the department as
well as the individual — what we argue is the devalue of the detective bureau; an equal opportunity for a
detective to promote to lieutenant, as a sergeant to lieutenant is essential. This offers the greatest
diversity — the greatest experience breath — and ultimately would continue to enhance the department.

Certainly, if a sergeant can be sent to an academy class to understand what a detective does; than a
detective could be sent to an alike class to learn what a sergeant does; however the greater concern
should be founded in identifying the individual best suited to serve.- A lieutenant is a tested posmon -
equal opportunity granted to each will absolutely move the most prepared forward,

Should the FPC adopt a stand which would accept a practice of only sergeants being eligible for
lieutenant promotion — the FPC would have sanctioned the end of a proven successful part of the
department — further the ruling would limit the prospective candidate pool to sergeants thereby
sacrificing true opportunity for a diverse pool of qualified experienced candidates

In closing ... our professional detective corps is a proven asset to the city ...of which some have chosen to
accept an opportunify to serve at a new level - - the MPA respectfully demands that the Fire and Police
Commission thoroughly examines both situations ... preserving a professional promoted detective corps -
- while preserving their rights for future opportunity.

2010 May/ second meeting; Crivello address to the FPC (in par?):

At the May 6th FPC meeting I was afforded the opportunity to share with rhe Board some truths of what
is happening to your Police Department.

- Tonight, I would like to expound further on the situation specifically the unanswered questions relative to
the detective rank and their promotional path. Rumors and innuendo have gravely impacted morale.

The approved system of which was sustained through a court process has served the City for many years
and has afforded our City the reality to boast higher crime clearance rates than municipalities that
choose not to fully invest in their force, there by not truly investing in their communities.

Affiliated with: Internctional Union of Police Assoclations
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The Milwaukee Police Department’s recognized, tested, competitive promotional process - one that
demands that the most qualified individual(s) are selected@romored to the position of detective assures
that your families will experience the greatest protection. ‘

Do you really want to degrade to a point where an already overworked police officer, with minimal
experience is expected to investigate a horrific crime perpetrated against your loved one? Or do we want
tenured detectives with the skill-sets to investigate ...to solve the crime?

At the last meeting I outlined the foundation of this dedication, which is directly attributed to the
Milwaukee Police Training Academy and the historical process of which we have grown proven leaders
. within the Milwaukee Police Department. Two paths that shave uniqueness and are of certain equal
merit; both of which sharve equal necessity to the success of the department, two paths which offer equal
opportunity toward achievement, two paths that offer such great breath of diversity that has produced
accomplished leaders from both the sergeant rank, as we have from the detective rank.

The MPSO would have you believe that the only future leaders of credzbzluj) will come from their Sergeant
rank.

I'would remind the MPSO and share with the Fire and Police Commission we curvently have successful,
proven leaders. Leaders sanctioned by the FPC. Individuals that never wore the rank of sergeant. How
is it, that they are so successful, certainly, the diversity our culture has fostered, and has made our
department strong! '

 Ican’t believe there is a person in this room who would consider directing a retraining or a career
adjustment to: Assistant Chiefs Liebrecht, Habeck, or Ray, Inspector Hagen, Deputy Inspector Hoerig;
Captains Mitchell, Zibolski, Jessup, Young, Moore, Dubis, Shepard, Raap or Gordan.

Note [CURRENT 2018]: Inspector Hagen became Milwaukee Assistant Chief Hagen (retired), and Captain Gordan is now
serving Milwaukee as Inspector Gordan; Captains Mitchell, Zibolski, Jessup, Young, and Raap are now serving thronghout
the state in various departments as Chiefs, as well as Chief Domagalski (not mentioned above).

Could it be that the MPSO has recognized that the detective corps is a very learned group of potentially
powerful leaders, a group which they would rather not compete with.

The FPC is an intelligent board which I am confident will not block any opportunity for our detective
corps. Not block opportunity for incredible future leaders. Not dead-end an otherwise proven career
path. Don’t allow one individual’s closed-minded concept, to adversely impact so many. Growth is
Jounded in empowerment, appreciation, and compromise, not from closed vision dictatorship.

Should the FPC adopt a stand which would accept a practice of only sergeants being eligible for
lieutenant promotion the FPC would have sanctioned the end of a proven successful part of the
department. Further the ruling would limit the prospective candidate pool to sergeants thereby
sacrificing true opportunity for a diverse pool of qualified experienced candidates.

In final summation our detective corps is a proven asset to the department comprised of professionals of
which some have chosen to accept an opportunity to serve at a higher level. The MPA respecifully
demands that the Fire and Police Commission thoroughly examines both situations Preserving a
professional promoted detective corps while preserving their rights for future opportunity.

Affiliated with: Internotional Uanion of Police Associations
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2010 June; Crivello address to the FPC (in pari):

The problem is simply that the unanswered quesﬁons relative to the detective rank and their promotional
path continues lo affect the membership; while adversely impacting our community's quality of life
expectations.

In past dialogue with the commission I have thoroughly outlined the great worth relative to how the MPD
conducts the investigative duties required of a police department. I believe that the commission
understands the value of the detective and realizes they (detectives) are at the center of investigative
Success. Detectzves leading investigations, while supported by the MPD team has proven great value to
our city.

Our family [the MPD] has proven fo be absolutely functionally successful as structured; so, we must
question, why? Why change what has served us so well for so long?

Why does this issue consume so much of our time? It is in the forefront of my time because I have
pledged to the membership to care for their stated concerns - to care for their needs so that they may care
Jor our citizens. It occupies so much of my time because department leadership is unwilling to answer the
questions.

Rumors can easily be laid to rest; however, we remain in a state of unknowing.

We are truly fortunate that our membership is comprised of absolute professionals; professionals who

. have chosen to serve first, to remain true to their sworn oath. But let us not be naive. These men and
women must muster additional strengths daily while performing their duties under a cloud of uncertainty;
because this is certainly a distraction.

- It has been said that law enforcement is one of the most stressful occupations. Survey a group of tenured
officers and you will find that their expression of stress will unanimously be founded in the
administrations; not relative to the unknowns of the street.

What a wonderful character of man that steps forward to accept the duties of the badge. We ask for litile;
other than foir treatment. The department has the ability to remove the internal distractions, the
unnecessary distractions that detract from the daily focus.

The questions are simple:

1. will police officers who aspire to serve as a detective - - a tested/promoted detecrzve - - will they
continue to have that opportunity

2. will detectives continue to serve knowing they are not dead-ended - - while knowing they will be able
‘to compele for the rank of lieutenant ]

3. ...and detectives on the current lieutenant eligibility list - - will they continue to have opportunity for
promotion through the life of the list [January 2011}

I have recognized, stated, that our opinion of the chief’s merger of the lieutenant rank may hold merit. 1
have shared believe that this merger has and will offer career broadening opportunities for those
Affiliaten with: International Unlon of Police Sssodiations
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promoted to lieutenant. However, the only way the department will realize true benef tis if the position is
filled with the best and the brightest... the best sergeants competing fairly wu‘h the best detecnves From
these two groups the department will find the greatest diversity.

I have previously expressed great concern as fo what is happening relative to our future ability to
effectively investigate, to fight crime within our city.

I have expressed concern for the overworked uniform officer who is expected to conduct more
investigations.

- If we fruly want our officers to be more visible [as the chief stated], then we need fo expect that
investigations will be conducted by detectives. This will allow the uniformed officer and his highly visible
squad the time to operate in a manner which has a high degree of accessibility to the community.

Quality investigations need experienced knowledgeable detectives; able to expend the necessary time
toward successful resolution. :

We need to act fnow] before our success declines further!
To illustrate:

~  in 2008 - - the year the chief joined us we cleared our homicides at 93% - - our detective corps
staffing was significantly greater than it is today - - we had not yet abandoned the detective
testing/promotion cycle :

- in 2009 - - we cleared our homicides at a rate of 81% - - we were no longer replenishing the
detective corps

- in 2010 - - the detective corps is significantly down - - our late shift homicide detective corps is half
of what it was in 2008 - - our current clearance rate is 61%

- injust two and half years we have sacrificed our ability to clear homicide by a rate of 32% - - at this
rate we will have gone from one of the best in the nation - - to the worst

Our force lives in this city, they raise their children in this city, they [we the members of the Milwaukee
Police Association] are not asking for anything new, rather, we are simply asking for what we ve had - -
Jor what has proven to be effective. We are asking for nothing more than to serve in an environment
which exhibits professionalism and respects accomplishments.

The MPA has faith in this commission and appreciates the earnest review of these issues. We are
confident the commission will take the appropriate steps to keep our community safe.

2013 May; Crivello correspondence to the FPC:

See attachment for full document

It now appears change is well underway. The posting (detective testing) clearly

stated that those taking the detective test may not be eligible in the future to test for

lieutenant. This is a first... unnecessary, and will absolutely do harm. It suggests that
Atfiliated with: International Usion of Police Associations
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Above from page 2; paragraph 4
Re. the posting referred to above

I challenged this curipus insert to the posting with Executive Director Michael Tobin. I can vividly
remember the conversation, as he saw fit to school to the obvious. Director Tobin went to great length to
emphasize the difference between may -and- shall. My further asserted challenge reflected on the '
concern that this would create ambiguity in the future. His retort stimply was that “you are worrying
about something that hasn’t happed - the chief won't be here forever... it won’t be a concern when he is

~ gome”., [quote paraphrased to best of recollection] While his [Tobin] statement was less than reassuring, it was
all he was willing to share at the time.

2013 August; Crivello correspondence to the FPC:
See attachment for full document

Arguably it certainly is a reasonable request to establish clarity of future expectation,
1 did inquire with the Chief’s office (COS) if the in guestion language was directed by
‘the Chief - I was informed it was not. With that being said it does not appearas
though a valid reason to post the test announcement with the language: ...may not be
eligible in the future to test for eutenant, was appropriate, or necessary, I have

. Above from page 1; paragraph 3

Re. the posting referred to above

The FPC has never taken ownership; quite frankly I do not believe this was not forwarded by the former
chief. ' ‘ :

2013 August; FPC correspondence to Crivello:
See attachment for full document

a future examination. Ag a result, we believed it was important to place members on notice that -
future tests for lieutenant may have different requirements than in the past. The last
announcement bulletin for lieutenant notified members that future examinations may have
different eligibilily requirements. It is hoped that this may allow members to make more
informed career decisions in the event that future lieutenant examinations may exclude detectives

from eligibilitv.
Above from page 1; paragraph 3

Re. the posting referred to above

Affiliated with: International Unilon of Polire Associations
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The response from the FPC was unfortunately void of full truth, i.e. the FPC is not obligated to
automatically rubber stamp an approval for furlough. While this is not of the topic we are currently
discussing it lends context to the thought process of the time; diversion from answering the issue.

The concerning issue is that, yes, in-fact the letter did cause police officers to reconsider career choice.
To what unfortunate detriment? This was illustrated earlier in the low turnout for the test process.

‘Conclusion:

Quality leadership — focus on fostering growth, mentorship... cannot be ovérstated and should not be
underexamined or limited! I implore, do not allow a diverse talent pool to be subjected to failed argument
of limitations. ‘

Absent of any demonstrative evidence that the MPD would benefit through not allowing detectives to
promote - maintaining consistency of the detective path remains essential, t2e MPA reasserts our
objection to blocking promotional opportunity for detectives directly to Lieutenant, In-fact the real-
analysis should be focused toward returning to exclusive ranks: Lieutenant. of Detectives and Lieutenant
of Police. In each case these positions are operational in nature and are best suited to have a proven

- working knowledge of those they are supervising. ' ' '

... with respect
Sincerely,
[ LA S i, ""_J'U- <

Michael V. Crivello
President/ MILWAUKEE POLICE ASSOCIATION/ IUPA Local 21

Attachments:

2013.05.16 MPA to FPC
2013.08.07 MPA to FPC
2013.08.19 FrC to MPA
Ce:

Chief Morales

Affiliated with: Imtornational Union of Police Associations
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May 16, 2013

Milwaukee Fire and Police Commission

C/o Commissioners [al], Executive Director
200 East Wells Street, Room 706A
Milwaukee, W1 53202

RE: MPD Detective Corps/ promotion opportunity
Dear Commissioners/ Executive Director,

As many of you will recall 1 have addressed this commission on several occasions
since 2010; actually no less than a dozen times. Many inquiries simply went
unanswered or questioned by the Commission, or the Department (MPD). One of the
major concerns has been relative to the future of the detective corps and the future
promotional opportunities of those that choose to serve as detectives.

I highlighted the importance of what the professional rank of detective offered the
department/community, while I shared District Attorney and Judicial officials’
concerns, I drew your attention to the effectiveness of the promotional process
followed by a strong mentorship philosophy, which ultimately has proven to produce
some of the finest investigators and leaders in law enforcement,

Our concerns have been focused on two specifics: (1) will the promoted rank remain’ -
an integral component in the continued success of the Department, and (2} will those
that serve continue to be afforded the same time tested/proven opportunity for
promotion as the department had traditionally recognized as a worthy and valuable
system

The approved system of which was sustained through the courts has served this City
for many years and has afforded our City the reality to boast higher crime clearance
rates than other municipalities, Our system, most importantly, has consistently
provided for the best and brightest to compete for open promotable positions.

Our success is founded in training, education, continual education and specialty
experience. None of this happens by accident. The detective corps is one of strong
growth through focused mentorship and education. This occurs because we have
individuals who have dedicated their lives to a craft and dedicated themselves to the
city they serve. Should they not be rewarded for such devotion to duty?

Afflilated with; International Union of Pollce Associations AFL-CIO
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Our best leaders are in-fact truly grown, cultivated from great diversity and -
experience, of which our current system offers a definite avenue. Our future leaders
have vast experience emanating from the two-pronged foundation/ umifermed patrol
sergeant and the detective bureau; both of which are matured, each exposed to
demanding incidents and crime scenes, which build the foundation for future leaders.

- Two paths that share uniqueness and are of certain equal merit; both of which share
equal necessity to the success of the department, two paths which offer equal
opportunity toward achievement - two paths that offer such great breath of diversity -
that has borne accomplished leaders from both, the sergeant rank and the detective

rank.

We clearly understand the value of change, when change offers opportunity and
growth potential. In-fact we accepted; even first stated that a merged lieutenant fank
may offer career broadening opportunities. We have simply insisted that equal
opportunity must not become causality to vision change. This association clearly

.challenged: was the merger of the lieutenant rank step one of a multiple step change
to the detective corps — we were led to believe it was not. Today that remains

questionable,

It now appears change is well underway. The posting (detective testing) clearly
stated that those takmg the detective test may not be eligible in the future to test for
lieutenant. This is a first... unnecessary, and will absolutely do harm. If suggests that
we were misled, if not lied to, Future impact to the Department is already evident, In
the not too distance future the Department will no longer enjoy the benefit of having a
wide-breadth of knowledge; a vast array of experience that appropriaiely would be
suited to supervise within the Department at the lieutenant rank.

The evidence is clearly demonstrated through the receipt of applications. Over twice
as many officers applied for the position of sergeant, than did for detective — never
before have we seen this phenomenon. Actually only 13% of those applying to test
will be exclusively testing for the position of detective. This information should be

alarming.

Many officers expressed their concern that taking the detective test would potentially
be a dead-end decision; obviously their individual decision has become evident
relatrve to their choice. The effectiveness of the career broadening move to merge the
lieutenant rank will be diminished over a short period of time because of dead ending
the position. This truly has impacted morale.

As 1 did so many months ago, even years ago now, I remind the Fire and Police
Commission we currently have successful proven leaders - leaders sanctioned by the

" FPC. Individuals that never wore the rank of sergeant however have admirably '
served as licutenants. How is it that they are so suceessful; certainly the diversity our -
culture has fostered has made our department stronger!



From the ranks of detectives we have seen promotions to; Assistant Chiefs, Inspector,
Deputy Inspector, a multitude of Captains, and of course to the rank of Lieutenant
~ which is the pool for all the aforementioned high promotions.

I have challenged the obvious concerted effort which has limited the promotions to
detective. Three and one half years later we are thankful to see a testing process
commence; however, whether all the positions will be filled is yet to be announced
[this is incredibly important, as our officers on the streets have been caring the
burden too long]. While the aforementioned is of great concern, so is the equally
important: will our detectives continue to have the opportunity to compete directly for
the position of lieutenant?

" The FPC is an intelligent board which 1 am confident will not block any opportunity
for any member willing to apply themselves appropriately - Not block opportunity for
~ incredible future leadership potential. And not allow an otherwise proven career path
to become a dead-end. Qur officers deserve opportunity and answers as to what the
future expectations will be, this should include a clearly defined long-term plan that
properly illustrate expectation and opportunity.

Sincerely,

MILWAUKEE POLICE ASSOCIATION

L. O/@a»
Michael V, Crivello

President
Local #21, IUPA, AFL-CIO
crivello@milwaukeepoliceassoc.com

*note: any Commissioner who may not have recelved past written correspondence
~ and/address from me, either because it preceded you or other, please know 1'd be
honored to forward a dated copy to you



Mr, Michael V.

Fire and Police Commisslon

Michae! G, Tobin
Exéculive Diractor

August 19,2013

Crivello

Milwaukee Police Association .
6310 West Bluemound Road

Sarah W. Morgan
Chalr

Kathryn A I-!ein
Vice-Chalr

Paol X, Lor

Michael M. O'Hear
Ann Wilson
Marisabel Cabrera

. Commissloners

RECEIVED
AUG 0 2013

Miwaukee Polive Association

Milwaukee, WI 53213
Dear Mr. Crivello:

We have received your correspondence of August 8, 2013 in which you inquire whether
detectives wilI be eligible to test for lieutenant in future examination processes.

- As you know, There was much discussion of this issue in preparatlon for the most recent
licutenant examination process. The Commission did not arrive at an mdependent determination
for the latest examination dus to a labor contract requirement that was enacted to allow - -
detectives to pamclpate in the lieutenant examination, Undér normal circumstances, each time
an examination is conducted, the quahﬁcatlons are specified in the examination announcement
bulletin. When the next examination is conducted for lieutenant, that particular examination
announcement bullctm will specify whether detectives are eligible to participate in the process.

While our system of speclfymg qualifications separately for each examination may lend to some
uncertainty as to future promotion opportunities, this method is commonly accepted throughout
public and private industry. We cannot predict with certainty what the qualifications will be for
a future examination. As a result, we believed it was important to place members en notice that
future tests for licutenant may have different requirements than in the past. The last
announcement bulletin for licutenant notified members that future examinations may have
different eligibility requircments It is hoped that this may allow members to make more

informed career decisions in the event that future lieutenant examinations may exclude detectives
from eligibility.

You have also inquired about the furloughs for'members. The Common Council implemented
furloughs through their annual budget process. The Commission’s action metely confirmed -
authority-for tlie Common Council to enact forloughs if they deemed it approprlate This is a
topic of much debate and there are legitimate points to be made for each opposing v1ewp01nt
However, the final determination of furloughs rests with the budget avithority granted by the
Common Couneil.

200 East Wells Street, Room 708, Milwaukes, Wisconsin 53202 . Phone (414) 286-5000
Fax (414) 286-6080 « Testing Fax (414) 286-5059
E-mail fpc@milwaukee.gov « www.milwaukes.gov/pc MILWAUKEE




M, Michael V. Crivello
. Pagel2 .
August 19, 2013

I hope this addresses your concerns and I look forward to seeing you at our next meeting,

Sincerely,. .
Michael G. Tobin '

Executive Director

MGT:cj
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September 4, 2018

Milwaukee Fire and Police Commission
C/0 La Keisha Butler, Executive Director
Milwaukee City Hall

200 East Wells Street Room 706
Milwaukee, WI 53202

Dear Honorable Commissioners:

Fax:

2900 West Forest Home Avenue, Milwaukee, Wisconsin, 53215

414.672.6798

il Sep 052008 | LY

FIRE AND POLICE COMBMISSION

This letter is intended to convey to your honorable body, the importance of an issue you are
soon to consider. That issue is the July 19, 2018 letter from Chief Morales requesting you modify the

promotional path to Police Lieutenant.

As you know, the Milwaukee Police Supervisors’ Organization (MPSO0) is the certified
representative of all sworn members of the Milwaukee Police Department with supervisory
status/responsibilities. Our Board is elected by, and represents the collective interest of those (your)

police supervisors. We do not ‘select’ our membership, you do.

, There is much to be said about Chief Morales’ request, but not surprisingly, he provided none of
it in his two paragraph letter to you. We however, will provide you facts to support our opposition to
this proposal. The collective cadre of supervisors in the MPD (the MPSO) are not shy in telling you this
proposal by Chief Morales is unjustified, bad public policy, and unheard of in-‘American policing

agencies, and for very good reasons.

To our disappointment, we were not told of this proposal by the Chief, instead we learned of it
last-minute when your July 26, 2018 meeting agenda was posted, despite the fact that the MPSQO is the
sole representative of the rank of Lieutenant. We immediately reached out to Chief Morales and to
your recently appointed Executive Director; La Keisha Butler to express the supervisor’s collective
opposition and relay important facts and history surrounding this issue. To her credit, Ms. Butler was
open to hearing all the information, so as to provide it to your Honorable Body for your consideration.
Chief Morales on the other hand, informed us that his people in his administration “didn’t have any
info on this” to give him before he penned his July 19t request to you. He admitted he had little or
none of the history that follows here, and “just wants to go back to the way it [the MPD Detective
Bureau] was”, Well, make no mistake; this is an important issue. Your honorable body stands in a
position right now to continue, improve, or upend a “course correction” which the MPD is almost a
decade into, and was long overdue; it was nothing more than another failed policy of former

Milwaukee Police Chief Harold Breier.

The facts surrounding the “way it was” and the “way it is” include, and will be spelled out
below. They include; The MPI)’s former path where detectives test and promote directly to Lieutenant
is unheard of outside of MPD and exists no where else in a modern American police department (and




for good reason). That fact is enshrined in a Milwaukee Department of Employee Relations (DER)
study dated January 7, 2010 (attached). Former Chief Flynn, upon arriving in MPD found our old
process and said “nobody does this”. As you are aware, former Chief Flynn sat on several Executive
Level Policing Organizations and drew his knowledge of police agency rank structures from that
experience. To our knowledge, Chief Morales sits on no such organizations, and his request here
draws from no “best practices” that he has or can provide. In our meeting, Chief Morales only
mentioned the ‘San Francisco model’ yet in looking at the San Francisco PD rank structure (which we
encourage you to do also) it is not representative of his recommendation. It too is different.

Beginning with History: former Chief Harold Breier, a former detective, ensconced detectives
with the same internal status as sergeants and later played a part in achieving pay parity between
sergeants and detectives. Prior to the League of Martin's discrimination lawsuit against former Chief
Breier and the then-MPD, Detective Sergeant was the supervisory rank in the MPD Detective Bureau.
Following that lawsuit, Chief Breier promoted all Detective Sergeants to Lieutenants of Detectives.
Former Chief Arthur Jones also later tried, but failed to effect changes to the lieutenant ranks so
Breier’s process remained until 2010. During that period, Detective lieutenants supervised
approximately a half dozen detectives, while patrol lieutenants supervise multiple sergeants and
dozens of officers.

Upon former Chief Flynn ’s arrival in MPD, he wrote a March 10, 2009 two page report /
recommendation (attached), as opposed to Chief Morales’ two paragraphs, to merge the lieutenant
ranks wherein he provided reasoning for the change and requested and received the study by the City
of Milwaukee Department of Employee Relations (DER). DER issued those findings on January 7, 2010
(attached). While you can read the full report for yourself, a significant finding, as listed on page 7
states “Of particular note is the requirement by all jurisdictions that a member have supervisory
responsibility as a Sergeant prior to being promoted to a higher rank.”

The 2010 Milwaukee Fire and Police Commission considered much testimony and study hefore
rendering their decision. Chief Flynn’s administration, the City’s DER, and former Fire and Police
Commission Executive Director Mike Tobin also met with the MPSO to discuss the matter and the
impacts it would have under labor law and other internal effects which the rank structure correction
would cause. ‘Phase 1" was the combination of the lieutenant of police and lieutenant of detective
ranks into one; Police Lieutenant. ‘Phase 2’ was to create a single promotional path beginning at Police
Officer, rising to other nonsupervisory ranks; Forensic Investigator, Court Liaison Officer, Detective,
Latent Print Examiner, etc. Then, when one sought to pursue supervisory positions, each would test to
Police Sergeant, since Police Sergeant, in nearly all police agencies is the first-level supervisor.

At that point, an argument was made by the Milwaukee Police Association (MPA), that the
historic “promise” to detectives up to that time allowed for them to test for lieutenant (albeit the
former Lieutenant of Detectives position). At that point, the MPA negotiated a Memorandum of
Understanding, dated November 4, 2011, as referenced in the first sentence of Chief Maorales’ July 19t
letter. That MOU basically ‘grandfathered’ detectives at that time to test to lieutenant. The City in that
act, honored its “promise” to Detectives of that era. However, underlying that act remained the reality
that MPD'’s rank structure reforms were not in and of themselves wrong, just incomplete, and now
encumbered by the longer transition to a normal rank structure. But now Chief Morales, a former



detective, loyally seeks to have you grant a promotional short-cut to a new generation of detectives,
and thereby jeopardize the future of MPD to again being an outlier Brier-era department.

This history does however highlight the importance of an employer keeping promises and
consistent career paths. More importantly, a prime consideration for your honorable body is what is
best for the Community. The Community is best served by an experienced cadre of police supervisors
being trained and matured in a development which begins, like all major city police departments, with
managing and directing the field police force. An investigator (detective) is not ready for commanding
a police district; that fact is evident-in the reality that no other major city police department does that.
There are no secret formulas here.

The transition we are now in is working. All detectives promoted after the aforementioned
MOU (November 4, 2011} have been told what the correct police career path is. Since the 2010
change, we currently have at least three lieutenants that became Detectives and then Sergeants then
tested on to lieutenant. We also now have at least fourteen (14) Sergeants that were formerly
detectives, and ‘promoted’ to Sergeant under the current system to pursue supervisory careers. Please
do not let anyone lie to you and tell you that the rank of detective is a “dead-end.” That term is
propaganda by those looking to short-cut the promotional path and is debunked by reality. Detectives
are moving up a mainstream career path.

It is very important for your Honorable Body to recognize, for the interest of the Community
that we all serve, that a detective never, not once, supervisors anyone. They do not even perform
‘acting’ supervisory duties, ever. A Sergeant on the other hand, in addition to bearing the
responsibility for his or her own supervisory duties (overtime control, managing resources, allocating
staffing, and on and on) performs acting lieutenant duties regularly in the absence (off days, vacation,
etc) of his/her work location’s lieutenant. While we are currently working through the transition,
which by definition is finite and its effects (promotions directly from detective) are dropping with the
attrition of the old guard, what Chief Morales’ July 19% proposal to you hopes to establish as the new
normal has been especially difficult for patrol. Lieutenants promoted directly from detective have no
supervisory experience. The combined rank magnified that problem. In patrol, they are now second
line supervisors, managing sergeants, the first line supervisors. Having no first-hand policing
supervisory experience, they are unfamiliar with district procedures and supervisory duties. They are
unfamiliar with the sergeants’ role and duties. They have zero supervisory experience upon
promotion, less than any of their subordinate sergeants. A tenured sergeant will have performed the
district shift commander duties many times before being made subordinate to a lieutenant who never
performed those duties even once. They are unable to provide meaningful guidance and leadership to
their sefgeants. There is no substitute for experience as a police supervisor; not conducting
investigations, not reading a book, not attending a seminar, not being a manager outside of police
work. There is no other job like it.

Along those lines, and as referenced earlier, the January 2010, DER study identified 20 other
police departments the City considered as being comparable to ours. The DER was able to get
responses from only 7 of those police departments prior to submitting their report. In the interest of a
complete report, the MPSO reached out to the initially unreachable comparable departments and
completed the full survey. The important resulting facts remained that “no major city police
department in America prbrnotes directly from Detective to Lieutenant”. That fact remains today.
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Attached is a copy of the update report that the MPSO submitted to then FPC Executive Director Mike
Tobin in May of 2010.

To briefly address what we've heard the arguments are for allowing detectives to directly
promote to lieutenant. “Investigative experience is extremely valuable.” This is true, but what does it
have to do with supervision? Why does every other police agency require investigators to be
sergeants before lieutenants? Even the FPC values supervision over investigation. As a real-world
example; In an MPD incident, a detective failed to fully investigate a crime and both she and her
sergeant were demoted. The detective was restored to her rank by the FPC, but the sergeant lost his.
The expectations are just higher for a supervisor. Chief Morales has also recently criticized
inexperienced Sergeant’s shortcomings {Sterling Brown incident was one), yet he recommends you
allow promotion to Lieutenant for those with no supervisory experience at all; This is perplexing.

Another ‘reason’ is that recruiting detectives has become more difficult, some say. Maybe. So
what? Has Chief Morales provided any substantiation that this shortcut career path will solve that?
Recruiting challenges for any job or promotion have many causes. It is incumbent on an employer to
responsibly research causes and not simply make assumptions. A significant reality is that there is a
limited pool of talent in the MPD. The Breier-era status, pay, and promotional opportunities of
detectives ensured that talent was disproportionately drawn away from patrol. Yet almostall of the
agency'’s liabilities lay in patrol. The vast majority of officer injuries or deaths, use of force, pursuits,
complaints, and citizen contacts occur in patrol. Almost all lawsuits leveled against the department
stem from patrol. The DOJ's Collaborative Reform concerns are almost exclusively related to patrol. It
seems drawing talent to the sergeant rank would be a primary goal of MPD and FPC. And it appears
that the sergeant rank is now attracting more talent. But the Chief wants to change it back to the old
way. Why?

If you don't believe the foregoing, that too is fine. But then, get an independent opinion. Also
ask yourself; did Chief Morales tell you he intended this during last year’s interview process? He sure
didn’t tell us. Why not? Atleast two of our post Breier-era Chiefs recognized the problem and moved
to change things. We’re confident any truly objective outside opinion will confirm what the MPSO
knows. MPD has been an outlier with detective status for over three decades, and notin a healthy way.

Finally, it is no secret that in the very near future, next year to be exact, there will be a national
search for Milwaukee Police Chief. Please consider that highly qualified candidates will surely apply.
They will come to our community with best practices that will likely include rank structures like all
other police departments utilize. Moving us back to the Breier era will not serve this community well.

Thank you for your time and consideration in this matter. We extend to you a promise to be
available and engaged should you desire further input or other recommended solutions.

On behalf of the membership,

T e

Thomas P. Klusman
Labor Relations Manager
Milwaukee Police Supervisors’ Organization
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Tom Barratt .
Mayor

Maria Monteagudo
Director

Michae{ Brady
Emptayes Benelits Direclor

Troy M. Hamblin
Department of Employee Relations Labor Negoliator

.

January 4, 2010

Fire and Police Commission
City Hall, Room 706A

Attention: Michael G. Tobin, Executive Director
Dear Commissioners:

Enclosed is a report concerning the reclassification of the positions titled
Lieutenant of Police and Lieutenant of Detectives for distribution to each Commissioner, the
Executive Director, and for other distribution as necessary.

Sincerely,

Maria Monteagudo
Director of Employee Relations

MM:fcw

Enclosures: Job Evaluation Report

¢ Chief of Police Edward Flynn
Chief of Staff Judy Pal
Assistant Chief of Police Monica Ray
Assistant Chief of Police James Harpole
Assistant Chief of Police Gregory Habeck
Valarie Williams
Troy Hamblin
Joe Alvarado
Grant Langley
Thomas Klusman, (MPSQO)
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Labor Relations, Room 701 » Labor Relations Phone (414) 286-2357, Fax 286-0900
Testing Fax (414) 286-5059 www.milwaukes.gov/dar



Department of Employee Relations
Job Evaluation Report

Fire & Police Commission Meeting: January 7. 2010

Department: Police

Present Request Recommendation
Lieutenant of Police Police Lieutenant Police Lieutenant
Pay Range 836 Pay Range 836 Pay Range 836
$62,134.28 - $75,441.34* $62,134.28 - $75,441.34* | $62,134.28 - $75,441.34*
33 Positions . 69 positions 69 positions

Lieutenant of Detectives
Pay Range 836
$62,134.28 - $75,441.34*
36 Positions

Rationale:

An analysis of the job responsibilities of Lieutenant of Detectives and Lieutenant of Police
shows that there is sufficient comparability in positions to recommend a combined rank of Police
Lieutenant in Pay Range 836.

To date Chief Flynn has made a number of changes to the department’s organizational
structure and to assignments with the intent to achieve more efficient departmental operations,
defivery of police service to the public, as well as benefits to members of the department. This
reclassification is a next step that would allow officers to diversify their career tracks and gain
experience in both technical investigation as well as in management and supervision.

In addition, the results of a survey of similar jurisdictions showed that most have a one-rank
organizational structure. These results support the recommendation to create a combined rank
of Police Lieutenant.

The Milwaukee Police Supervisors Organization is the exclusive bargaining agent for current
and future positions of Lieutenant. While this reclassification is not subject to a duty to bargain
as indicated in a February 4, 2000 legal opinion provided by City Attorney Grant Langley,
certain impacts of the merger of ranks upon employee wages, hours and working conditions of
employment would be subject to such a duty. '

The success of the adoption of such a reclassification will depend upon the thoughtful planning
for and implementation of the transition of current Lieutenants and the promotional path for new

Lisutenants.

*2006 rates of pay
Action Required

The Salary Ordinance and Positions Ordinance changes are located at the end of the report.
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Background

In March of 2009, Michael Tobin, Executive Director of the Fire & Police Commission, forwarded
a request from Chief of Police Edward Flynn to reclassify all positions of Lieutenant of Detective
and Lieutenant of Police into one combined rank of Police Lieutenant.

In conducting this study Employee Relations staff met with Chief Flynn, Assistant Chiefs of
Police James Harpole and Monica Ray, Chief of Staff-Police Judy Pal, Police Department, and
Personnel Administrator Valarie Williams as well as numerous Police Department members at
the rank of Deputy Inspector of Police, Captain of Police, Lieutenant of Police, and Lieutenant of
Detective. Staff also met with Executive Director of the Fire & Police Commission Michael

Tobin.
Department Rationale

In his request Chief of Police Edward Flynn has proposed combining of the Lieutenant ranks as
an opportunity to assign Lieutenants anywhere within the Police Department as the need arises
and provide for greater efficiency in the delivery of police service to the public.

Historically, there have been two separate rank structures—in essence separate career paths—
within the Milwaukee Police Department that also restrict member’s ability to transfer or be
promoted between the Uniformed Patrol function and the Criminal Investigation function.

Present Milwaukee Police Department
Rank Structure and Career Path

Chief of Police
SG 18
Assistant Chief of Police
SG 16
Inspector of Police
SG 12
Deputy Inspector of Police
PR 842
Captain of Police
PR 839
Lieutenant of Detectives Lieutenant of Police
PR 836 PR 836
Detective Police Sergeant
PR 808 PR 831
Police Officer
PR 801

Under the current paradigm, a Police Officer may compete for promotion fo either the rank of
Detective or Sergeant. These two ranks have in the past been paid equivalently. Detectives
may then only compete for promotion to Lieutenant of Detective and Sergeants may then only
compete for Lieutenant of Police. (A Lieutenant of Detectives directs field investigations; A
Lieutenant of Police commands uniformed police in an assigned district on a shift basis.) Both
ranks of Lieutenant may compete for Captain of Police and there has been a historical tendency
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- to assign Captains to the functional area (criminal investigation or patrol) from which they have
been promoted.

Since his tenure with the Milwaukee Police Department, Chief Flynn has made a number of
changes to the department’s organizational structure and changes to assignments with the
intent to achieve more efficient departmental operations, delivery of police service to the public,
as well as benefits to members of the departiment.

In the spring of 2008, a new command structure was approved and implemented that provided
for four Assistant Chiefs of Police to report directly to Chief Flynn with oversight of the separate
Bureaus of Professional Standards, Administration, Neighborhood Policing, and Criminal
Investigation.

In the fall of 2008, Chief Flynn began integrating the staffing of the Criminal Investigation and
Neighborheood Policing Bureaus through the naming of two new Assistant Chiefs. Chief Flynn
appointed Gregory Habeck, a Captain in the Criminal Investigation Bureau, to head up
Neighborhood Policing, and James Harpole, a Captain in the Neighborhood Policing Bureau to
head up Criminal Investigation.

Further, in the spring of 2009, Chief Flynn made major transfers of those among the Captain of
Police ranks in which Criminal Investigation Bureau supervisors were transferred to head
Districts in the Neighborhood Policing Bureau, while District Captains were transferred to the
Criminal Investigation Bureau. Benefits of these changes have included:
« Improved cross-communication between Neighborhood Policing and Criminal
Investigation,
Improved information-sharing regarding crime, criminals and investigations, and,
Increased focus on management accountability and a reduction in overtime costs while
maintaining productivity levels.

These appointments for Assistant Chief and for Captain are significant as they deviate from the
usual practice of promoting individuals only within a functional area (i.e. Neighborhood Policing
or Criminal Investigation).

This report considers the request to reclassify and thus combine the ranks of Lieutenant and is
a next step in the Chief’s efforts to transform the Mitwaukee Police department. With a single
rank of Police Lieutenant, the depariment. would cross-train and cross-promote current
Lieutenants in Neighborhood Policing and Criminal Investigation. This change would allow
officers to diversify their career tracks and would further the cross-communication that has
begun with the previous changes to structure and assignments of personnel.

Current and Proposed Job Descriptions

The current job descriptions for Lieutenant of Detectives, Lieutenant of Police as well as the
proposed job description for the combined rank of Police Lieutenant are provided in a chart on
the following page. A review of the current job descriptions shows similarities and differences in
duties and responsibilities.

Both positions have responsibility for supervising subordinate officers under their command on a
shift basis. Both assign specific tasks to personnel and ensure that the members under their
command adhere to proper standards of efficiency, discipline, conduct and appearance. Both
must inspect their subordinates for fitness for duty, give instructions and advice, and reportt in
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writing any instances of misconduct, neglect of duty, or violations of rules and regulations. They
also are to review and coordinate internal and criminal investigations performed by their
subordinates. These aspects of the positions show strong comparability in responsibility.

Differences between the two positions exist in that the Lieutenant of Police requires greater
pianning, organizing and decision making due to a much greater span of control. In contrast the
Lieutenant of Detectives position is to a great extent a working supervisor who closely
supervises investigations. Another difference is apparent in the requirements for the positions. A
Lieutenant of Police must have 3 years of supervisory experience as a Sergeant and a
Lieutenant of Detective must have 3 years of technical experience as a Detective.

The broposed job description includes the duties and responsibilities of both positions and
envisions that the Police Lieutenant will command police and civilian personnel at an assigned
district or at a division on a shift basis.
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Job Description Comparison

January 7, 2010

Lisutenant of Detectives-Current

Lieutenant of Police-Current

Police Lieutenant - Proposed

Basic Funclion s Direct and coordinale field investigations, ensure
that all investigative work is completed.

Preserve public peace and order, pravent and detact crime,
comrmand uniform police in an assigned district on a shift
basis.

Preserve public peace and order; prevent and detect cime; improve
the quality of life for the citizens of the City

Direct and coordinate field investigations; evaluate and determine
follow-up; ensure that all investigative work is completed.

Exact the proper perfarmance from parsonnel of & lesser rank and
enforce the niles, regulations, and standard operating procedures of
the department and the [aws and ordinances for which the City takes
cognizance.

Duties & .
Responsibifities

Exact the proper perfomance from deleclives
assigned o the Criminal Investigation Bureals,
and shall be panicularty responsible for the
efficiency, discipline, general conduct, and
appearance of the members assigned.

o Maintain a thorough knowiedge of the criminal
code 50 as to supervise the enforcement of the
laws of the State and ordinance of the City of
Milwaukes.

o Assist and instruct delectives under supenvigion;
repart in wiiting alt cases of misconduct,
incompetency, neglect of duty, or any other
violafion of the nules and regulations.

o Atftend all roll calls to prepare delectives for their
daily assignments and see 1o it that such duties
ave promptly performed.

e Frequently test and examine the detective under
supervision 1o ascertain their knowledge of the
niles and reguiations, and all other matters
pertaining to their duties

¢ Inthe absence of the Captein of Palice (CiB)

during regular hours of duty, take command of

the shift and exercise the authority and dities of
the Caplain subject to any limitations imposed by
the officer being relieved.

Preserve public peace and order; prevent and detect ctims,
apprehend offenders; protect persons and property; enforce
laws of the State and the ordinancas of the City of
Milwaukes,

Take command of uniform police fore in an assigned
district on a shift basis. Duging night shifts this will involve
functioning without the presence of a Captain of Police.
Assume responsibility for the discipiine, conduct and
efficiency of all members under command during tour of
duty.

During hours of duly conduct prescribed roll calls, inspect
outgoing squads, communicate all orders and other
necessary information; give prepars instructions and
advice; correct any negligence in attire, want of cleanliness
or neainess, or other improper personal habits, note all
absences, and report any imegularities te commanding
officer.

Inquire into all complainis and charges of laxity or
misconduct in the performance of duty by members of force
under command. Submit writter: report of such

" investigations to commanding officer.

During the hours of duty, whenevar, the Tralfic Division in
not operating, assign the investigation of ali traffic accidents
and all other matters ard complaints pertaining to traffic
which require immediate attention in district.

Responsible for the preservation of public peace and
general good order of district during assigned tour of duty.

Command police and civilian personne! at assigned district or division
on a shift basis; assume responsibility for the discipline, condugt, and
efficiency of all personnel of a iesser rank under his/her command
during time of duly. In the absence of the Captain of Police, take
command and exercise the authorify and duties of the Captain subject
to any limitations imposed by that Caplain,

During hours of duty, canduct prescribed roll calls, inspect out-going
persannel and equipment, communicate alf orders and other
necessary information, give proper instruction and advice, cortect any
negligence in attire, want of cleanliness and neatness o other
improper personal habits, note all absences and report any
irreguladities to the Commanding Office.

investigate citizen complaints, Inguire into all complaints and charges
of laxity or misconduct in the performance of duty by a member under
hisfher/command. Submit written reports of such investigations and
inguiries to the Commanding Officer.

Review and examine the interrogation of arrested suspects to
determing their association to other criminal offenses occurring in our
Gily.

Review and examine information and ailegations from informants to
determine reliability and veracily relative o criminal activity. in addition
review current and past offenses under investigation to insure that ali
methods of solvability are employed.

Qualifications ¢ 3 years of service as a Detective in the Cily of

Milwaukee Police department

= Ability to maintain efficiency and morale while
keeping the proper level of discipline

o Ability fo administer, plan and direct
investigafions of crime.

3 years of service as a Police Sergeant

Abitity to command a semi-military force and to effectively
enforce discipline while maintaining good morale among the
members.,

Ability to exercise discretion and judgment in maintain
effective controf of police ranks assigned to command and
in maintaining faw and order in district during tour of duty.

Three years of servics as a Police Sergeani or Detective in the
department.

Ability to command and direct a force of personnst of lesser rank and
to efficiently entorce discipline while maintaining good morale among
personnel,

Abifity to exercise discretion and judgment while maintaining effective
control of assigned police personnel

_ Ability 1o effectively maintain law and order during tour of duty
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Survey of Rank Structures within Comparable Jurisdictions

{n conducting this study, staff, with the assistance of staff of the Fire & Police Commission, also
surveyed similar police departments for information on their rank structure and promotional
paths. Twenty police agencies were queried and seven responded. Summary information is
provided in the following chart that provides external context to the proposal of reclassifying the
two current ranks of Lieutenant into one rank of Police Lieutenant.

Rank Structure within a Sample of Comparable Jurisdictions

Jurisdiction Rank Structure Promotional | Comments
Advancement
Austin One Rank Structure Competitive Austin recently combined the
Captain exam ranks of Detective and Corporal
Lieutenant and now has one exam for both
Sergeant ranks.
Detective/Comporal
Police Officer
Boston Two Rank Structures Competitive
Captain Captain Deteclive | exam
Lieutenant Lieutenant Detective
Sergeant Sergeant Detective
Police Officer Police Officer
Columbus One Rank Structure Professional A Detective is a rank given fo a
Captain exam with Police Officer working in the
Lieutenant experignce investigative subdivision.
Sergeant requirements in
Police Officer related area
Cleveland One Rank Structure Competitive
Captain exam
Lieutenant
Sergeant
Police Officer
Louisville One Rank Structure Competitive
Captain exam
Lieutenant
Sergeant
Police Officer
Kansas City One Rank Structure Competitive Detective is a rank givento a
Major exam Police Officer
Captain
Sergeant
Master Patrol Officer/Master Detective
Police Officer
St. Louis One Rank Structure Competitive Detective is a Police Officer rank
Caplain exam
Lieutenant
Sergeant
Police Officer
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With one exception, the jurisdictions that responded to this survey have a single rank structure
with comparable ranks. The exception is Boston which reported two rank structures. Of
particular note is the requirement by all jurisdictions that a member have supervisory
responsibility as a Sergeant prior to being promoted to a higher rank.

Clearly this survey shows that while variation exists, that a single rank structure is a functional
operational structure employed by a majority of these jurisdictions.

Transition Matters

Transition issues to be considered for implementing a combined rank of Police Lieutenant will
include:

» Policy considerations related to transferring of current Lieutenants between the Criminal
[nvestigation and Neighborhood Policing Bureaus,

* Development of a cross-training plan and implementation of classroom curriculum and
on-the-job training specific to the assignment to ensure effective transition,

¢ Reuvision of the promational route into Police Lieutenant with decisions to be made on
use of current eligible lists, appropriate requirements for the combined rank, and
development of new core competencies for a new promotional test. The current
Lieutenant of Detectives eligible list expires January 22, 2011; and the current
Lieutenant of Police eligible list expires May 15, 2010.

e Reconsideration of the optimal ratio of Lieutenants of Police to direct reports throughout

" the department.

The Milwaukee Police Supervisors Organization is the exclusive bargaining agent for current
and future positions of Lieutenant. While Chief Flynn’s request to reclassify the two Lieutenant
positions is not subject to a duty to bargain as indicated in a February 4, 2000 legal opinion
provided by City Attorney Grant Langley, certain impacts of the merger of ranks upon employee
wages, hours and working conditions of employment would be subject to such a duty.

A common theme voiced by current Lieutenants and Captains in the field on the creation of a
combined rank of Police Lieutenant included the assertion that those Lieutenants with more
developed knowledge and skill in both managing/supervising and in foliow-up investigation will
be better able to make the transition between the Neighborhood Policing Bureau and the
Criminal Investigation Bureau. There is also a strong belief that the success of the transition will
be greatly affected by how it is implemented in terms of rigorous cross-training and the
decisions on who will be transferred across divisions or newly promoted into the positions.

Analysis

This study is to respond to Chief Flynn’s proposal to combine the current ranks of Lieutenant
into a combined rank of Police Lieutenant and thereby provide greater efficiency in delivery of
police service to the public. This change represents a significant change in the rank structure
and would allow members to transfer or be promoted between the Uniformed Patrol function
and the Criminal Investigation function. Such a change in organization structure would be a next
step in Chief Flynn's intent to achieve more efficient departmental operations within the
Milwaukee Police Department.
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The benefits of these changes impact departmental operations, delivery of police service to the
public, as well as benefits to members of the department. Such a change will allow the Chief to
assign resources across the department. Department members will have a greater ability to gain
experience in both technical investigation as well as in management and supervision. The
broader responsibilities of the proposed rank of Police Lieutenant will benefit those interested in
being promoted to the rank of Captain.

An analysis of the job responsibilities of two current ranks of Lieutenants shows that there is
sufficient comparability, and overlaid with the survey results from similar jurisdictions which
demonstrated primarily one-rank organizational structures, indicate that the combined rank of
Police Lieutenant is a viable and workable rank for the Milwaukee Police department.

The success of the adoption of such a reclassification will depend upon the thoughtful planning
for and implementation of the transition of current Lieutenants and the promotional path for new
Lieutenants. -

Recommendation

We therefore recommend that the current ranks of Lieutenant of Detectives and Lieutenant of
Police be reclassified to the new rank of Police Lieutenant in Pay Range 836.

In the Salary Ordinance, under Pay Range 836, delete the titles “Lisutenant of Police”,
“Lieutenant of Detectives” and add the title “Police Lieutenant.”

In the Positions Ordinance,

Under the Police Department, Administration Services Decision Unit, Office of Management and
Planning, delete one position of “Lieutenant of Police”, add one position of “Police Lieutenant”;
under Professional Standards Bureau, Professional Performance Division, delete one position
of “Lieutenant of Detectives”, delete two positions of “Lieutenant of Police”, add three positions
of “Police Lieutenant’; Training Division, delete one position of “Lieutenant of Police”, add one
position of “Palice Lieutenant”; under Administration Bureau, Technical Communications
Division, delete two positions of “Lieutenant of Police”; Integrated Justice Services Division,
Property Control Section, delete one position of “Lieutenant of Police”, add one position of
“Police Lieutenant”; Prisoner Processing Section, delete one position of “Lieutenant of Police”,
add one position of “Lieutenant of Police”; under Operations Decision Unit, Tactical Planning &
Logistics, delete one position of “Lieutenant of Police”, District 1, delete three positions of
“Lisutenant of Police”, add three positions of “Police Lieutenant”, District 2 & Weed & Seed
initiative, delete three positions of “Lieutenant of Police”, add three positions of “Lieutenant of
Police”; District 3, delete three positions of “Lieutenant of Police”, delete one position of
“Lieutenant of Detectives”, add four positions of “Police Lieutenant’; District 4, delete three
positions of “Lieutenant of Police”, add three positions of “Police Lieutenant”, District 5, delete
three positions of “Lieutenant of Police”, add three positions of “Police Lieutenant”; District 6,
delete three positions of “Lieutenant of Police”, add three positions of “Police Lieutenant”,
District 7, delete three positions of “Lieutenant of Police”, add three positions of “Police
Lieutenant, Neighborhood Task Force, delete three positions of “Lieutenant of Police”, add three
positions of “Lieutenant of Police”, under Criminal Investigation Bureau, Intelligence Fusion
Center, delete two positions of “Lieutenant of Detectives”, add two positions of “Police
Detectives”; Investigative Management Division, delete four positions of “Lieutenant of
Detectives”, add four positions of “Lieutenant of Detectives, add four positions of “Police
Lieutenant”, Neighborhood Investigations Division, delete six positions of “Lieutenant of



Police
Police Lieutenant 9

danuary 7, 2010
Detectives”, add six positions of “Police Lieutenant”; Organized Crime Division, delete four
positions of “Lieutenant of Detectives”, one position of “Lieutenant of Detectives (N), add five
positions of “Police Lieutenant”, Sensitive Crimes Division, deiete four positions of “Lieutenant of
Detectives”, Violent Crimes Division, delete 11 positions of “Lieutenant of Detectives”, add 11
positions of “Police Lieutenant”, Assigned As Needed Within Decision Unit, delete one position
of “Lieutenant of Detectives (K)” and add one position of “Police Lieutenant.”

Prepared by: @LM%‘

Andrea KnickettyotKer, Human Resources Manager

Reviewed by: - %WW

Maria Monteagido, Employee Relations Director
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To: The Fire and Police Commission (Director Tobin, Commissioners Cox, Hein, Stark, Lor, Morgan)

The Department of Employee Relations (Andrea Knickerbocker, Human Resources Manager and
Maria Monteagudo, Employee Relations Director}

The Milwaukee Police Department (Edward Flynn, Chief of Police and Valarie Williams,
Personnel Administrator)

From: The Milwaukee Police Supervisors Organization

Re: Police Lieutenant Merger and future promotional process

The Milwaukee Police Supervisors Qrganization (MPSQ) has engaged in open, honest discussions
regardingthe topic of the creation and merger of the Police Lieutenant position and its future
promotional process since its inception. The MPSQ is the certified, exclusive bargaining unit for the
nearly 300 sworn supervisors and managers of the Milwaukee Police Department {MPD) and the unit
which represents all the members covered and affected in the future by this merger.

The original Department of Employee Relations {DER) Job Evaluation Report {JER} for the position of
Police Lieutenant submitted by the DER and approved by the Fire and Police Commission {FPC} does not
support the very findings they (the DER) uncovered. A survey of twenty (20) comparable jurisdictions
(see Attachment #1), selected by the DER, was undertaken. Seven (7} jurisdictions responded. All seven
reported and the JER quotes, “Of particular note is the requirement by all jurisdictions that a member
have supervisory responsibility as a Sergeant prior to being promoted to a higher rank.”(Emphasis
added). However, the same report then goes onto unexplainably state that a Detective (& non-
supervisory position not appearing in the MPD rank/supervisory structure) can test for the new position
of Police Lieutenant after serving three years of non-supervisory, investigative service as a Detective.
This finding is as shocking as it is reckless. The MPSO fully understands and supports the “past practice”
principle. However, in this case, that principle does not apply. Asis known, on February 12™ 2010, the
MPD reclassified all former Lieutenants’ positions into the new position of Police Lieutenant. Change is
constant and to use old methodology for a new process runs counter the very leadership practices
present at the Milwaukee Police Department. To be more blunt, the JER will allow non-supervisory
Detectives to completely shart-circuit and bypass 194 current first-line, established, experienced
supervisors, the Police Sergeants of the MPD. This is a stance that disregards the significant supervisory
and management skills that every first line supervisor has, and continues to amass every single day.

As an organization, the MPSQ as has real and significant interests in how the department proceeds in
this manner. As the certified, exclusive bargaining unit for all Milwaukee Police Lieutenants and the
Sergeants who will work under them, the MPSO will inherit those individuals whom the city appoints to
the position of Police Lieutenant. Also, as the JER states, " Differences between the two positions exist in
that the Lieutenant of Police requires greater planning, organization, and decision making due a much
greater span of control. In contrast the Lieutenant of Detectives position is to a great extent a working
supervisor who closely supervises investigations. Another difference is apparent in the requirements for
the positions. A Lieutenant of Police must have 3 years of supervisory experience as a Sergeant and a
Lieutenant of Detective must have 3 years of technical experience as a Detective.”

Prior to the merger and creation of the Police Lieutenant position, Detectives promated to the rank of
Lieutenant of Detectives; a first line supervisory position. However, once the rank structure was
changed, the position of Lieutenant of Detectives was dissoived and Police Lieutenant became the



Department-wide, second level supervisory position. The real life possibility, under the DER'
position/intention stated in the JER, is that today a Detective is receiving instructions and orders from a
Sergeant and tomorrow that same Detective is giving instructions and orders to that same Sergeant
without ever having had the benefit (or more importantly, the requirement) of any previous supervisory
knowledge and experience. Even a layperson can see that this approach is fraught with danger. It must
be stressed that historically, Detectives have never been allowed to become, promote, or jump to a
second level supervisory position, as is now being proposed. The representation of immediately former
_detectives, inexperienced in supervision {who came from the Milwaukee Police Association} will now fall
to the MPSO, who is bound to provide said representation under the Duty of Fair Representation (DFR)
principle. In essence, the MPSO will have members thrust upon them who have a far greater likelihood
of making mistakes, errors, and omissions because they never had the benefit of that first fine
supervisory experience. " This exposes the MPSO (and please do not forget the City; to include the FPC,
DER, and MPD who estabhshed the faulty process to begm with) to a much greater level of liability and
litigation. This includes many venues; from EEOC complamts to personnel matters, and alsothe
aforementioned DFR issue, Costs arising from DFR issues, or any other ||t|gat|on, will fall onto the MPSO
and its members (the supervisors and managers of the MPD) as they are individual financial contributors
of the MPSO; these costs cannot be ignored they are real and thev are sugmf’ cant.

To ensure that the above findings were not an anomaly, the MPSO requested and received a Elst of the
twenty (20) comparable jurisdictions from the DER and attempted to advanced the scope of the original
survey. This involved the MPSO contacting the remaining thirteen {13) comparable jurisdictions and
inquiring about their rank structure. To date, all thirteen have received and acknowledged the survey
and have responded. The findings are convincing and undisputable, but not surprising, based on the
responses of the original seven jurisdictions (see Attachment #2; Attachment #3 is all supporting
documentation of the MPSO survey). All thirteen responding departments confirm, as did the original
seven departments, a promotional path through the first line, supervisory rank of Sergeant with the
position of Detective {or Investigator or Inspector) always being subordinate. in numerous cases
throughout the survey, it was discovered that the position of Detective is paid the same as police officer
{unlike the Milwaukee Police Department) the posntlon of Detective is an appomted ‘nota
tested/promoted posmon not a rank, and the position of Detective is not named or identified within
many rank structures. Most significantly, the position of Detective is never allowed to test over or
around an establishied group of first line supervisors. This fact is consistent in every one of the DERs
twenty (20} comparable jurisdictions. These facts are not happenstance; other American poiice agencies
are 100% consistent on this issue for real and significant reasons. Milwaukee needs to contmue moving
into the mainstream of American policing, not away fromi it.

The MPSO is sensitive of the dilemma facing the MPD’s administration and leadership regarding this
topic. The MPSC membership have overwhelmingly been supportive of the current leaderships’ vision
and goals while the same cannot be said of those individuals and groups that cling to an old, faulted, and
exclusive “members only” mentally. This mentality even extends to the real, present day belief that
most Detectives do not consider a Sergeant a supervisor who can issue orders and instructions to them.
The MPSO stresses its commitment to work with all City agencies and the Department regarding all
issues, not just this merger and promotional issue. The past does not concern us, except as a learning
tool. Detectives serve a vital, valuable role that our Department cannot do without. However, the
position of Detective is just that, a position; it does not equate to and should not be confused with any
reference to rank. Their future within the Department is not our driving concern but for one; Detectives
should never again promote to the rank of Lieutenant, without first serving as a first line supervisor;
Sergeant.



This service as a Sergeant could take on many different-forms. A tested and competitive examination
process, between Officers and Detectives, including written and oral components are necessary after
the current Sergeant’s list expires. The Detectives can be given additional credit (points for their years of
service; say 0.5 points for each two years service-up to a maximum of 1.5 points) at this step. Another
option would be to devise a one-time, separate examination process, exclusively for Detectives. A
different possibility is that once a new Sergeants list is established and forwarded, Detectives can use
their years of prior service to serve less time as a Sergeant than would say an officer of the same service
length. An example is that currently, a sergeant (active promotional list that now exists) must serve
three years as a Sergeant before taking the Lieutenants examination. A Detective, however, could trade
each year of service as a Detective for a six month reduction in this three year requirement. Another
words, any Detective with three or more years of serve as a detective, could then be aliowed to take this
same Lieutenants exams after only eighteen months as a Sergeant (a Detective, regardless of how many
vears of service as a Detective, would still have to be a Sergeant for 18 months before taking any
Lieutenants exam). These suggestions would recognize the Detectives skills, abilities, and service and
would have to have grandfather and sunset clauses attached as well. The MPSO would be suppartive of
any of the above suggestions but the MPSO cannot entertain any process allowmg detectlves to
promote directly to Lieutenant ever again.

With the re-alignment of the Departments organizational and rank structure and the findings of the
initial DER report and the MPSO’s additional findings, the MPSO requests that the original JER for the
position of Police Lieutenant be amended to remove any mention of a promotional path other than
through the rank of Sergeant. Additionally, it is the MPSQ’s hope that the FPC, DER, and MPD will adopt

this combined survey and it's finding,

Respectfully submitted,

" 5cott D. Charles
Director, and on behalf of the
Milwaukee Police Supervisors’ Organization



Attachment #1: T

DER’s List of Comparable Jurisdictions

'For Police Lieutenant JER

- Atlanta

- Austin

- Boston

- Charlotte

- Cincinnati

- Cleveland

- Columbus

- Denver

- El Paso

- Fort Worth

- Indianapolis
- Kansas City

- Louisville

- Minneapolis
- Nashville

- Omaha

- San Francisco
- Seattle

- St. Louis

- Washington DC

Note: The seven underlined jurisdictions are those initially surveyed by the DER; the remaining thirteen,
not underlined, were surveyed by the MPSO.



Attachment #2:

-MPSO Rank Structure Survey

for other Jurisdictions

Department 1% Step 2" Step 3" Step 4™ Step 5% Step
Atlanta Officer Investigator Sergeant Lieutenant Captain
Detective: Investigator term used; Sergeant is first line supervisor
Charlotte - Officer/ Sergeant Response Area Captain Major
Detective Commander '
Detective: same pay as Officer; no supervisory authority; supervised by Sgt.’s or above
Cincinnati’ Officer - Police Sergeant Lieutenant Captain
_ Specialist :
Detective: no real position exists; appointed “investigators” supervised by Sgt.’s
Denver Officer / Corporal / Sergeant Lieutenant Captain
Technician Detective
Detective: same pay as Corporal; supervised by Detective Sergeant .
El Paso Officer / Sergeant Lieutenant Commander | Assistant Chief
Detective
Detective: same pay as Officer
Fort Worth Officer Corporal / Sergeant Lieutenant Captain
Detective
Detective: same pay and rank as Corporal; supervised by Detective Sergeants
Indianapolis Officer ! Sergeant ] Lieutenant | Captain [ Major
Detective: not in rank structure; appointed; supervised by Sergeants
Minneapolis Officer [ Sergeant | Lieutenant | Captain | Inspector
Detective: not in rank structure; Sgt's assigned to investigative or patrol positions
Nashville Officer - | Field Training Sergeant Lieutenant Commander
Off. / Detective -
Detective: supervised by Detective Sergeant
-Omaha Officer | Sergeant | Lieutenant | - Captain | Deputy Chief
Detective: assigned position; same rank as officer
San Francisco Officer | Inspector - | Sergeant | Lieutenant J Captaln
. Detective: Inspector term used; non-supervisory position
Seattle Officer / Sergeant Lieutenant Captain Assistant Chief
Detective ‘
Detective: same rank as Officer; supervised by Sergeants ‘
Washington Officer Master Patrol Sergeant Lieutenant Captain
D.C. ' Officer (MPO) '

Detective: from officer ranks; supervised by Detective Sergeants that are selected /

| appointed from above Sergeant position
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Edward A. Fiynn
leal]kee Police Department Chief of Police

March 10, 2009

The Board of the

Fire and Police Commission

200 East Wells Street, Room 706
Milwaukee, WI 53202

RE: RECLASSIFICATION OF LIEUTENANT OF DETECTIVES AND LIEUTENANT OF
POLICE POSITIONS TO ONE POSITION OF POLICE LIEUTENTANT

Dear Honorable Commissioners:

I respectfully request a study to reclassify the Lieutenant of Detectives and Lieutenant of
Police positions to the combined position of Police Lieutenant. This proposed change would, in
effect, eliminate both the current Lieutenant of Detectives and Lieutenant of Police positions and
combine the duties info one position of Police Lieutenant. All thirty-six (36) Lieutenant of
Detectives (three are grant funded) and all thirty-three (33) Lieutenant of Police positions
curtently authorized would be combined into the proposed Police Lieutenant rank, for a total of
sixty-nine (69) Police Lieutenant positions.

The proposed combining of the Lieutenant ranks would have a positive impact on my
ability to effectively staff Lieutenant positions anywhere in the Police Department, as the need
arises. As your Honorable Commissioners are aware, I have made several changes in the

- organizational structure of the Milwaukee Police Department, since my tenure as the Chief of
Police. These changes have been consistent with my responsibility to manage the efficient
operation of the Department, pursuant to State Statue 62.50 (23) and my mission to reduce crime,
fear and disorder.

The Milwaukee Police Supervisors’ Organization is presently the exclusive bargaining
agent for both the Lieutenant of Police and Lieutenant of Detectives positions. The combining of
these positions would not affect recognition of the MPSO as the exclusive bargammg agent for
the proposed classification of Police Lieutenant. The experience gained by the supervisors of the
combined position would benefit those supervisors promoted to the rank of Captain of Police,
which is a position currently assigned to supervise the Criminal Investigation Bureau, as well as
District level personnel.

Police Administration Bulilding, 749 Waest State Street, Post Office Box 531, Milwaukse, Wisconsin 53201-0531 (414) 933-4444
Web Site: hitp://www.milwaukee.gov/police



Fire and Police Commission
Lieutenant Reclassification
March 10, 2009

Page 2

Former Chief of Police Arthur L. Jones presented this request to the Fire and Police
Commission during his tenure with the Department, and it was met with opposition from the
MPSO. At the time, MPSO belicved that the City/MPSO labor agreement prevented the city
from making classification changes. However, a legal opinion was provided during that time
that stated a decision to reclassify and merge the two Lieutenant positions into a single position
is ot subject to a duty to bargain (see attachment). There could be a duty to bargain over the
impact of the reclassification. Labor Negotiator Troy Hamblin was provided with this
information and believes this opinion has not changed. I firmly believe this reclassification will
make for greater efficiency in the delivery of police service to the public.

The current eligible list for Lieutenant of Detectives was adopted on January 22, 2009,
and expires on January 22, 2011, and the eligible list for Lieutenant of Police was adopted on
May 15, 2008, and expires on May 15, 2010. In addition, the job descriptions for the current
positions and a new job description for the requested position of Police Lieutenant are attached
for reference.

Accordingly, 1 request that these positions be referred to the Department of Employee
Relations (DER) for a reclassification study. Department representatives are prepared to assist
DER staff with this reclassification review process.

Sincerely,

Kot A

EDWARD A. FLYNN
CHIEF OF POLICE

Attachments

EAF:pkr



(Police Department;) (Reg. 2/18/10) - Page 3

h) The Director presented a letter dated February 12, 2010, from Chief Flynn, wherein he requests that an
exammatlon be conducted for the newly created rank of Police Lieutenant. itk

g 1
st. The Director stated there have been no decisions made regarding the two
existing eligible lists. The Chair referred the request to the Department of Empioyee Relations for
implementation.

i) The Director presented a report regarding the Safety Division T
eliminated as part of the 2010 budget, and transitioned into th
details what happened fo is responsibilities and personnel. C

Plan. The Safety Division was

nity Services Division. The report

r Stark moved approval of the
ly.

report, seconded by Commissioner Morgan. The motion car

ctive would be a dead-end rank, and
slives to bypass Sergeants who have

acknowledged the Milwaukee Police Assi
responded it would not be a dead end, ju
years of supervisory experience is not prudés
MPSO.

8. POLICE DEPARTMEN:

Director presented a lefter dated February 9,
2010, from Chief Flynn, whe . reappointment to the position of Police Officer
fram Melissa Ram: ke that the correspendence the Commissioners
received co i slated February 9, 2010 giving the reasons for
recommep? £{ol ent; a letter dated June 11, 2009 from Chief Flynn
Hy Mt letter dated December 17, 2009 from Gina Buono,
&N independent medical examiner; a lstter dated December 4,
L.owan of the Medical Section to Dr. Bueno with certain

f) Returning to the item |

M.D., of t
2009 from
interrogatories

Ms. Ramskugler was
submitted to the Board to of the record.

Chief Flynn stated he stands by¥t¥e record that was presented to him. He assured Ms. Ramskugler that no
differential standard of treatment has been applied, he takes into account opinions of competent medical
authorities, and acts in the best interest of the Department and the City. He has been advised that Ms.
Ramskugier is unabie to complete field fraining, which is a vital part to becoming a Police Officer. He stated
the issue is whether or not field training can be completed.

Ms. Ramskugler responded that she gave the City full access to her medical records, and her concern is that
they weres not used in making this determination. She stated that what the City doctors say is in direct conflict
with what her orthopedic surgeon states.

The Chair entertained a motion to convene in closed session in Room 301-8, City Hall, 200 E. Wells Street,
pursuant to Section 19.85 (1)(f) Wis. Stats. to consider financial, medical, social or personal histories of
specific persons which, if discussed in public, would be likely to have a substantial adverse effect upon the



Response at FPC meeting on 03-04-10

! would like to thank the commission for the privilege of speaking before you this evening.

I am Scott Charles, and | serve as a Director on the Board of the Milwaukee Police Supervisors
Organization. )

1 would also like to acknowledge the commission for it's high degree of professionalism, accuracy, and
detail regarding the draft copy of the minutes from the regular meeting on February 18", in particular
the statements | made on that date.

During that statement, | made reference to the Job Evaluation report regarding the merger of ail past
Lieutenant positions, that being Lt. of Police and Lt. of Detectives, to the new combined rank of Police
Lieutenant, That report, which came from the Dept. of Employee Relations, was presented and
ultimately approved by this commission. | referenced page 7, first paragraph, iast sentence, of that
report that states and I quote “Of particular note is the requirement by all jurisdictions that a member
have supervisory responsibility of Sergeant prior to being promoted to a higher rank.” There are seven
jurisdictions listed in the report and every one of them has an established promotional path exclusively
through the rank of Sergeant only.

While it may seem that | am laboring this point of view, | would hope that the commission and those
present would come to realize, instead, how important this issue of a proper promotional path, through
the rank of Sergeant and only Sergeant is to our organization, the MPSO,

The MPSO is comprised of 2/3 sergeants. For us, the MPSO Board, not to effectively represent such a
large majority of our membership on an issue of such gravity would be irresponsible. Again, allow me to
reiterate the MPSQ’s position; we look forward to working cooperatively with the commission, any and
all branches of City government, Chief Flynn, and the MPD on not only this topic but on any other topic
as well. The MPSO continues to work with Chief Flynn and the Dept. regarding the Police Lt. merger,
having aiready had several open and productive meetings with another scheduled for mid-April. The
ultimate goal for everyone involved is this; promote the best, most qualified, most experienced
supervisors through the MPD’s new, single rank structure format by way of the first-fine supervisor and
the only first-line supervisor in that rank structure is Sergeant. This structure and promotional path will
provide the City and it’s citizens the best possible leadership to reduce crime, fear, and disorder now
and for years to come.

Thank you.
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MILWAUKEE POLICE DEPARTMENT
MEMORANDUM

**REVISED*

DATE: DECEMBER 5, 2014
TO:  ALL COMMANDING OFFICERS

FR: VALARIE WILLIAMS ﬁib
HUMAN RESOURCES ADMINISTRATOR

RE: POLICE LIEUTENANT PROMOTIONAL EXAMINATION BULLETIN AND
READING LIST :

Please ensure that the attached Police Lieutenant Promotional Examination
Announcement Bulletin and Reading List updates are prominently posted through
Wednesday, December 31, 2014.

The deadline for submitted applications has been extended. Applications must
be submitted by Wednesday, December 31, 2014. Applications are available online

ONLY at www.jobaps com/Milfiobs/FPC. The Commission is not responsible for
applications not received by the deadiine.

Commanding Officers are instructed to contact ALL eligible Police Sergeants,
Detectives and Police Identification Supervisors under their command who are currently
on an approved leave of absence and notify them (or a member of their family if the
member is unavailable) of the Promotional Examination Announcement Bulletin for the
rank of Police Lieutenant. Please inform Human Resources that nofifications have
heen made. All nofifications MUST be confirmed with Human Resources at
alcole@milwaukee.qov.

Members who will be unavailable for one or more portions of the examination
due to military service or training, must provide written notification to the Fire and Police
Commission prior to the examination. Please contact Toni Vanderboom at (414) 286-
5083, or tvande@milwaukee.qov, via fax at {414) 286-5050 or in person at City Hall,
Room 706.

Questions should be directed io Toni Vanderboom at (414) 286-5063, or
trvande@milwaukee.qov.

Attachments



Promotiohal Examination Announcemant Bulletin
POLICE LIEUTENANT « REVISED

REQUIREMENTS

“»  Sergeant
+ 1D Supervisor
»  Daleclive
o Notez

2

Continuous e ingludes:

»  Time spint on miliary leave or duty disabliity will count toward the actua) years of service
requirement upd as contintious service,

+ |eaves of absence related {o physica! disabililles, including materniiy leave, slek leave or loaves
which quatify under the Family and Medlcat Leave Ael.

s Abreak i service of 30 cumulative days or iess for non-disoiplinary reagons.

= A break In servies of 5 cumulative days or less for disciplinary reasons will be considered 1o have
continuous sarvioa but must have three years of actual seivice.

+ Three yeara of eumulalive exparience In the pesitlons of Pofice Sergeant, 1D Suparvisor ¢ Police
Detestive Immediately prior fo Fabruary 26, 2016,

DUTIES

Praserve public peace and order, prevent and detsct orlme, Identify and arrest cririnals, manage and
coordinats ariminalinvestigations, svaluate and asslgn follow-up and ensure work is complsted. Supervise,
gulde, Instruct, and develop personngt to hecoms {ulure leaders in the Dapartment. Ensure personnel are
performing their distfes irr accordance with {he Department's Code of Conduct, poficies and procedures.

OTHER QUALIFIGATIONS
Policé Lleutenant candidates should possess the knnwladge, skllls ablitles and parsonal charaotaristios
neaded lo effectively manage all agivitles and personnel oh an ass;gned shift.

These Inelude, but are not imited to;
s+ Knowledga of departmont rules and precedures, reports, postion responsibilities, ordinancas and
state stalutes,
v Abllity 1o communicel effectively {written and oral) with subordinates, superiors and the public.
v Abllily to provide command and divect a force of persannel of lesser rank and efficiently enforce
discipling.
Ability to plan and otganize effestively.
Abilily to solve problems creativaly,
Abillly ta provide leadership over personnel and operations,
Skili and knowladys fo sbide by and anforce the Department’s Code of Conguet.

+ 4 e w

APPLICATIONS

Applications are avalkable online only at v com/Milfjiobs/FPC, Apphoations must he submitted
by Ddcembar 31, 2014, The Commission Is not responsible for appiicaions not recelved by the deadiine.
EXAMINATION
The examination will conslst of the following components.

Written Exam 25%

Qral Exam 40%

Carger Review ac%

Seniority 5%

100%

The Wrilten Exam Is scheduled for Wednesday, February 25, 2016 at 8 2.m, at the Safely Acadetiy, Room
182, Candidates who have submiited an applicalion will receive an emall notiffcation with additional
Informalion ragarding the vritten test.

Candidates will be noliiled of the date, lime, place and content of the remaining test components. The aligible
list resulling from this examinatlon will remaln in effect for two years from the dele of adopfion, unless
exhausted, exisnded, or rescinded by the Board. Promofion is contingent upot passing a drug screan.

iF you will be unavaltable for one or more portiohs of the exapninatlon dus fo military servies or fralning, you
must provida writlen nolifieation o the Firs and Palice Commission prior ke the exemination. Flease contact
Tonl Vanderboam al {414)286-5063, Irvande@mitwavkeae, goy, or In person af Cliy Hall Room 708,

Y

FIRE AND POLICE COMMISSION
200 E, Wells Streof, Room 7064, City Hall, Milwaukee, W 53202
‘ Phone {414)288-5000




CITY OF MILWAUKEE
2015 POLICE LIEUTENANT PROMOTION EXAMINATION
READING LIST EXPLANATION

Candidates for promotion to Lieutenant will be responsible for the reference/knowledge sources
listed on the attached pages. This list is organized by general knowledge source (e.g., MPD
Standard Operating Procedures), identifies the specific subsections (e.g., SOP 460 — Use of
Force) of each generat knowledge source that may be included on the examination, and indicates
whether each subsection will be covered on the closed-book or open-book portion of the Written
Technical Knowledge Test. The fact that a specific subsection is listed on the reading list does
not necessarily mean that a question will be written from the subsection. It simply means that the
subsections listed on the reading list are eligible to have questions written from them.

Some additional points about the reading list and reference sources are presented below.

1. Allitems on the closed-book portion of the Written Technical Knowledge Test will be drawn
from subsections identified on the reading list as “CLOSED.”

2. Allitems on the open-book portion of the Written Technical Knowledge Test will be drawn
from subsections identified on the reading list as “OPEN.”

3. Candidates will only be responsible for information contained within sections of documents
included on the reading list. Any other documents that are referenced within subsections
appearing on the reading list, but are not actually included on the reading list themselves, will
not be tested.

4. Candidates WILL NOT be permitted to use any reference sources or other documents during
the closed-book portion of the Written Technical Knowledge Test. '

5. Candidates WILL be permitted to use any reference sources or other documents during the
open-book portion of the Written Technical Knowledge Test.

6. Only hard copies of reference sources and other documents may be brought to the Written
Technical Knowledge testing site. No electronic communication equipment will be alfowed at
the test site, including celiphones, tablets, laptops, etc.

7. Candidates must bring their own copies of the reference sources to the examination; no
sharing of any documents or materials will be allowed.

8. Writing in reference source documents during the Writien Technical Knowledge Test
Administration is strigtly prohibited. Any highlighting or underlining in reference source
documents must be completed prior to the Written Technical Knowledge Test Administration.
However, writing in your open- or closed-book test booklets during the examinations is
permitted and encouraged (pen, pencil and highlighter are allowed).

9. No electronic equipment will be allowed at the test site, including pagers,
cellphones, tablets, laptops, etc. In other words, any device with an on/off switch will
NOT be permitted at the test site.

10. Candidates will be responsible for sources specified in the reading list that are effective
through 12/5/2014. Candidates will NOT be responsible for revisions that occur after the
12/5/2014.

More information about the examination procedures for ail exam components will be provided in
the candidate preparation guide and in future announcements.
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THE WI'SCONS_IN STATUTES - ONLINE VERSION http:l!le_gis.wisconsin.govfrs_bl_stats.htmi
Charitable, Curative, Reformatory and Penal Institutions and Agencies
Chapter 48: Children's Code CLOSED
Chapter 51: State Alcohol, Drug Abuse, Developmental Disabilities and Mental Health Act CLOSED
Civil Procedure
Chapter 813: Injunctions, Ne Exeat and Receivers OPEN
Juvenile Justice Code
Chapter 938: Juvenile Justice Code CLOSED
Criminal Code
Chapter 938 Crimes — General Provisions CLOSED
Chapter 940: Crimes Against Life and Bodily Security CLOSED
Chapter 941: Crimes Against Public Health and Safety CLOSED
Chapter 842: Crimes Against Reputation, Privacy and Civil Liberties OPEN
Chapter 943: Crimes Against Property CLOSED
Chapter 944; Crimes Against Sexual Morality CLOSED
Chapter 946: Crimes Against Government and its Administration OPEN
Chapter 947: Crimes Against Public Peace, Order and Other Interests CLOSED
_ Chapter 948; Crimes Against Children CLOSED
Controlled Substances
Chapter 961: Uniform Controlled Substances Act OPEN
CRIMINAL LAW HANDBOOK (Revised 08!2009)'
Arrest CLOSED
Entrapment CLOSED
“Miranda Warnings” CLOSED
Juveniles CLOSED
Search and Seizure CLOSED
Stop and Frisk CLOSED
Entry of Land, Buildings and Dwellings CLOSED
Lineup CLOSED
Domestic Abuse CLOSED
OWI and Implied Consent CLOSED
Elements of Crime CLOSED
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EMERGENCY RESPONSE MANUAL (Revised March 2003} - | B
Introduction OPEN
Annex A: Mobilization OPEN
Annex C: Transportation/Search & Recovery/ldentification of Victims & Casualties at Disaster OPEN
Scenes
Annex V. Hostage/Barricade/Terrorist Situations OPEN
CODE OF CONDUCT (5/27/2010) R TR o
Preambie ' OPEN
Vision, Mission _ CLOSED
Core Values — Competence CLOSED
Core Values ~ Courage CLOSED
Core Values — Integrity . CLOSED
Core Values — Leadership CLOSED
Core Values — Respect CLOSED
Core Values — Restraint CLOSED
Appendix — Disciplinary Decision Process _ OPEN
MPD STANDARD OPERATING PROCEDURES ' -
005 — Rank Structure of the Milwaukee Police Department CLOSED
010 — Absence : CLOSED
015 — Membership in Authorized Organizations , OPEN
030 — Wiritten Department Directives OPEN
040 - Limited Duty Status OPEN
050 — Transfers ' OPEN
060 — Animals OPEN
070 - Citation Procedures CPEN
080 — Family Medical Leave Act (FMLA) and Other Leaves OPEN
085 — Citizen Contacts, Field Interviews, Search and Seizure CLOSED
090 - Prisoners and Booking CLOSED
112 — Sexual Assault OPEN
113 — Crimes Against Children OPEN
114 ~ Domestic Viclence CLOSED
115 — Crimes Against the Elderly OPEN
120 — Operating While Intoxicated (OWI) OPEN
130 ~ Foreign Nationals — Diplomatic Immunity — immigration Enforcement OPEN
140 — Juvenile Procedures CLOSED
150 — Court Procedures CLOSED
160 — Mentally Ill Persons CLOSED
165 — Homeless Persons CLOSED
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170 — Intoxicated / Incapacitated Persons

CLOSED

180 — Missing Persons CLOSED
190 - Limited English Proficiency (LEP) / Hearing Impaired Persons QOPEN
210 — Communicable Diseases OPEN
220 — Arrest Authority CLOSED
230 — Mutual Aid OPEN
240 - Eyewitness ldentification Procedures CLOSED
250 — Communications CLOSED
263 — Records Management CLOSED
270 — Field Training and Evaluation Program OPEN
300 — Directed Patrol Missions / Saturation Patrols CLOSED
360 — Computer Mug Shot System OPEN
375 — Electronic Satellite Pursuit System CLOSED
390 — Licensed Persons / Premises investigations CLOSED
410 — Issue of Worthless Check CLOSED
430 — Parking Enforcement OPEN
44Q — Early Intervention Program OPEN
450 - Personnel Investigations OPEN
A55 — Critical Incident Review Board OPEN
460 — Use of Force CLLOSED
485 — Hand-Held Chemical Agent CLOSED
487 - Electronic Control Device OPEN
475 — Military Deployment / Reintegration OPEN
500 — Personnel Evaluations CLOSED
520 — Equal Employment Opportunity Policy CLOSED
530 ~ Nuisance Premises OPEN
550 — Time Sheet Preparation CLOSED
555 — Compensation and Overtime Procedures CLOSED
560 — Property OPEN
570 — Public Information Policy CLOSED
610 — Towing of Vehicles CLOSED
630 — Vehicle Thefts, Prior Authority Vehicle Use and Theft by Fraud CLOSED
650 — Vehicle Crashes ‘OPEN
660 — Vehicle Pursuits and Emergency Vehicle Operations CLOSED
670 — Bomb Threats, Suspicious Packages and Improvised Explosive Devices (IED) CLOSED
OPEN

680 — Computer Equipment, Applications and Systems
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700 — Case Management

CLOSED

Chapter 15: Developing Effective Organizations: Improving Organizational Performance

725 — Crime Scene investigations CLOSED
730 — Mobile Digital Video / Audio Recording Equipment CLOSED
735 — Automated License Plate Readers (ALPR) CLOSED
760 — Controlled Substances CLOSED
780 — Palice Facilities Security OPEN
870 — Suspensions/Official Discipline OPEN
960 — Correction/Discipline Form {(PD-30E) CLOSED
965 ~ District — Division Commendation Form (PD-31E) CLOSED
970 — Search Warrants OPEN
975 - Confidential Informants and Sources of Informatlon CLOSED
|_=_E_L,_0NY CHECKLISTS N ' _
Felony Investigation Checklist OPEN
Fire/Arson Investigation Checklist OPEN
Shots Fired (No Injuries) Investigation Checklist OPEN
Burglary Investigation Checklist OPEN
Robbery Investigation Checklist OPEN
Aggravated Assault investigations Checklist OPEN
Filing Aggravated Assault Incident Reports OPEN
ORGANIZATIONAL BEHAVIOR AND MANAGEMENT IN LAW ENFORCEMENT 3 EDITION
BY Harry W, More, Gennaro F. Vito, and Wllllam F. Walsh (ALL CHAPTERS) ' ,
Chapter 1: Police Organization: Evolvmg Strategles CLOSED
Chapter 2: Dynamics of Management: Managers and QOrganizational Behavior CLOSED
Chapter 3: Leadership: The Integrative Variabie CLOSED
Chapter 4: Personality: Understanding the Complexity of Human Behavior in the Organization CLOSED
Chapter 5: Beliefs, Values, and Aftitudes: Determinants of Human Behavior CLOSED
Chapter 6: Motivation: The Force Behind Behavior CLOSED
Chapter 7: Stress in Organizational Life: Its Nature, Causes, and Control CLOSED
Chapter 8: Conflict: Nature, Causes, and Management CLOSED
Chapter 9: Decision-Making: The Essential Element in Applied Management CLOSED
Chapter 10: Power: Its Nature and Use CLOSED
Chapter 11: Communication: The Vital Process CLOSED
Chapter 12: Groups and TeamWork: Human Dynamics at Work CLOSED
Chapter 13: Change: Coping with Organizational Life CLOSED
Chapter 14: Performance-Based Management: Guiding Principles CLOSED
CLOSED
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INTRODUCTION

To qualify for the rank of Lieutenant, candidates will participate in an assessment process consisting of
three test components and seniority points. Each component of the process will be weighted as follows:

Lieutenant Test
Test Component Weights

Component 1: Written Technical Knowledge Test (Closed and o

25%
Open-Book)
Component 2: Oral Board Examination (consists of 2 exercises) 35%
Component 3: Career Review Board 35%
Seniority Points 5%

ALL CANDIDATES WHO TAKE THE WRITTEN TECHNICAL KNOWLEDGE TEST WILL BE ELIGIBLE
TO PARTICIPATE IN THE ORAL BOARD EXAMINATION AND CAREER REVIEW BOARD.

This process is based on information obtained from a job analysis of the position of Milwaukee Police
Lieutenant. The job analysis provided descriptions of the duties performed by incumbent lieutenants and
identified the knowledge, skills, and competencies (abiliies and personal characteristics) required to
perform these duties effectively. The assessment process is intended to assess the required knowledge,
abilities, and competencies in the context of important duties and tasks, as well as relevant career
experiences.

This guide is heing distributed to assist candidates in preparing for the Written Technical Knowledge Test.
(More detailed information about the Oral Board Examination and Career Review Board will be
provided at a later date.) We are providing this information in recognition that a considerable amount of
the concern associated with participation in examinations is related to the novelty of the procedures that
candidates encounter. Accordingly, this Guide provides information about the Written Technical Knowledge
Test component in terms of the:

content,

administrative logistics,
evaluation methods, and
sample questions and answers.

From the information presented in this guide, candidates should be able to get a good feel for the Wiritten
Technical Knowledge Test, including the test procedures, the types of questions they will encounter, and
suggested preparation strategies. '

We encourage candidates to review this guide carefully and to take advantage of any and all opportunities
to prepare for the test.

GOOD LUCK!

NOTE: In this Guide, an effort has been made to provide as much information as is available at this time
about the intended format, content, logistics, and evaluation of the Written Technical Knowledge Test.
However, it is possible that minor alterations may be made in the testing procedures between the time this
Guide is distributed and the administration of the test. We will work with the Milwaukee Fire and Police
Commission to provide you with any updates that may be required.



DESCRIPTION OF THE WRITTEN TECHNICAL KNOWLEDGE TEST

I. Date, Time, and Location:

The Written Technical Knowledge Test will be administered on Wednesday, February 25, 2015 at 9:00
a.m. in Room 182 of the Safety Academy. Candidates should arrive at the test site no later than 8:30
a.m. so that the instructions can begin promptly at 9:00 a.m. A schedule is presented below to give you
an idea of the timing for the day of the Written Technical Knowledge Test. Some of the times presented
below are approximate so the “time of day” designations presented may vary slightly from those that

actually occur on the day of the test.

CANDIDATE SCHEDULE

ACTIVITY

AMOUNT OF TIME

TIME OF DAY

Check-in and Seat Candidates

Approximately 30 minutes

8:30 a.m. to 9:00 a.m.

Instruction Period (Closed-Book Test)

Approximately 30 minutes

9:00 a.m. to 9:30 a.m.

Closed-Book Test

2 hours and 15 minutes

9:30 a.m. to 11:45 a.m.

Short Break

Approximately 5 Minutes

11:45 a.m. to 11:50 a.m.

Instruction Period (Open-Book Test)

Approximately 15 minutes

11:50 a.m. to 12:05 p.m.

Cpen-Book Test

1 hour and 15 minutes .

12:05 p.m. 10 1:20 p.m.

Appeals

30 minutes

1:20 p.m. to 1:50 p.m.

NOTE: We encourage candidates to bring a beverage and snack to the test site as there will be no break
for lunch in between any of the activities listed above.




Content:

Specific information about the content and nature of each portion of the Written Technical Knowledge
Test is provided below. The Lieutenant Written Technical Knowledge Test will consist of a total of 100
items (questions).

Closed-Book Portion of the Written Technical Knowledge Test: The closed-book test will consist of
traditional, multiple-choice items with four response alternatives each. These items will be designed to
assess candidates' understanding of job-related technical knowledge that the job analysis indicated must
be memorized so no reference materials will be available for use during this test. ltems on this test will
be drawn ONLY from reference materials identified on the reading list as closed-bock.

- The closed-book test will consist of approximately 80 items. 2 hours and 15 minutes will be allotted
for this test.

Open-Book Portion of the Written Technical Knowledge Test: The open-book test will consist of
traditional, multiple-chaoice items with four response alternatives each, These iterns will be designed to
assess candidates' understanding of job-related technical knowledge that the job analyses indicated
need NOT be memorized but can be looked up when needed. Therefore, candidates will be permitted to
use hard copies of any reference sources or other documents during this open-book test. However,
items on this test will be drawn ONLY from reference materials identified on the reading list as open-
book.

- The open-book test will consist of approximately 20 items. 1 hour and 15 minutes will be allotted for
this test.

The closed-book test will be administered first but you must bring your open-book reference
documents with you when you check-in at the test site. You will not have an opportunity to leave
the premises once you have entered the testing facility.

A Word About Prepating for Each Portion of the Written Technical Knowledge Test: The reading
list separates the materials you need to study into the two separate categories of cpen-book and closed-
book. When reviewing your reading list, pay attention to the distinctions made between open- and
closed-book materials, because they will affect how you study. If a particular section is on the closed-
book test, it will mean that you have to memorize the material in that section. If the material is on the
open-book test, you will not need to memorize the material, but you should become extremely familiar
with it, so that you are able to locate material easily. Becoming extremely familiar with the open-book
material will enable you to find a fact quickly when you need it. Of course, if you become so familiar with
the open-book material that you have large sections of it memorized, or practically memorized, you will
be able to answer the questions you know quickly and will have more time to spend on the questions that
you are not sure of. Note that this is similar to how these materials are actually used on the job. Just
because you have the opportunity to look something up doesn't mean that you always will. Instead, on
the job, you usually only look up the things you are not certain of. In any case, the better you know the
material, the better you will do an the tests.




lll. Administrative Logistics:

Each portion of the Written Technical Knowiedge Test will be preceded by a set of instructions.
Candidates are advised to arrive at the test site at least 30 minutes prior to the instruction period to
ensure that all necessary administrative procedures can be conducted prior to the scheduied start time.

Specific guidelines for the use of reference materials were presented with the Reading List and are
presented again below:

1.

10.

All items on the closed-book portion of the Written Technical Knowledge Test will be drawn from
subsections identified on the reading list as “CLOSED.”

All items on the open-book portion of the Written Technical Knowledge Test will be drawn from
subsections identified on the reading list as “OPEN.”

Candidates will only be responsible for information contained within sections of documents
included on the reading list. Any other documents that are referenced within subsections
appearing on the reading list, but are not actually included on the reading list themselves, will
not be tested.

Candidates WILL NOT be permitted to use any reference sources or other documents during
the closed-book portion of the Written Technical Knowledge Test,

Candidates WILL be permitted to use any reference sources or other documents during the
open-book portion of the Written Technical Knowledge Test.

Only hard copies of reference sources and other documents may be brought to the Written
Technical Knowledge testing site. No electronic communication equipment will be allowed at
the test site, including celiphones, tablets, laptops, etc.

Candidates must bring their own copies of the reference sources to the examination; no sharing
of any documents or materials will be allowed.

Writing in reference source documents during the Written Technical Knowledge Test
Administration is strictly prohibited. Any highlighting or underlining in reference source
documents must be completed prior to the Written Technical Knowledge Test Administration.
However, writing in your open- or closed-book test booklets during the examinations is
permitted and encouraged (pen, pencil and highlighter are allowed).

No electronic equipment will be allowed at the test site, including pagers, cellphones,
tablets, laptops, etc. In other words, any device with an on/off switch will NOT be
permitted at the test site.

Candidates will be responsible for sources specified in the reading list that are effective through
12/5/2014. Candidates will NOT be responsible for revisions that occur after the 12/5/2014.



iV. Appeals Process:

The following appeals process will be used for the Written Technical Knowledge Test. Additional
instructions and any modifications to the instructions below will be announced at the test site prior to the
start of the Written Technical Knowledge Test.

Appeals may ONLY be completed at the test site immediately following the administration of
both sections of the Written Technical Knowledge Test. Specifically, the testing time will be a
total of approximately three hours and thirty minutes. Immediately following the conclusion of
both portions of the test, there will be an additional 30 minutes for completion of written appeals
to test items. Once this timed 30-minute appeal period has elapsed, no additional appeals will be
accepted.

Candidates will be required tfo fill out a separate form for EACH item they wish to appeal. For each
appeal (and appeal form), candidates will be required to provide their name, ID number, the portion of
the test on which the appealed item is located (open or closed-book), the number of the test item they
are appealing, the answer(s) they believe should be keyed as correct, the rationale to support their
appeal, and any reference citation within the applicable knowledge source that supports their appeal.
Candidates should be as detailed as possible in their appeals to ensure full consideration is given.

V. Evaluation:

All items on both the closed and open-book tests will be worth one point each so your raw score on the
Written Technical Knowledge Test will be the number of questions you answer correctly on the closed-
book and open-bock portions of the test combined. For example, if a Lieutenant candidate answers 15
out of 22 open-book items correctly and 65 out of 78 closed-book items correctly, the candidate’s
Written Technical Knowledge Test raw score will be 80 (out of a pessible total of 100).



Preparation Strategies for the Written Technical Knowledge Test

Written technical knowledge (multiple-choice) tests are designed to test your knowledge of a particular
subject area. You can improve your performance on written technical knowledge tests in three different
ways. The first and most obvious way is to know and understand all of the relevant material that will be
covered on the test. The second is to know and understand the test situation so that you can avoid making
mistakes caused by a failure to understand the meaning of the test questions, the test format, or the test
procedures. Finally, you can try to gain an understanding of your own test-taking behavior. f you become
aware of the kinds of errors you commit on multiple-choice tests, you can try to avoid them in the future.

This portion of the guide provides suggestions for improving your performance in each of these areas:

L. How to Study: Understanding the material covered on the test

This section provides some strategies to assist you in preparing for the tests. A method for studying,
based on well-established learning principles, is included. Many of the suggestions are directed
toward enhancing your ability to recall information by requiring you to do more than simply read the
material. Some suggested strategies include: (a) surveying the material to be read in order to break
it down into reasonable study "chunks," (b) formulating questions to be answered after each section
has been read, and (c) reciting the main points of each section. Finally, this section presents some
pointers for applying the "how to study” suggestions to open-book v. closed-book material,

Il General Multiple-Choice Test-Taking Strategies: Understanding the test situation

This section provides some strategies that you can apply when taking the tests. These strategies
are of relevance when taking any multiple-choice test. They include such suggestions as marking
questions in a way that will make them easier to understand and answering easier questions first.

1. Error Analysis: Understanding your own test-faking behavior

This section provides you with some information about common fest-taking errors, as well as
strategies for avoiding such errors. You are encouraged to identify the kinds of errors you tend to
make when taking multiple-choice tests. In this way, you will be more aware of the tendency toward
these errors when you actually take the tests and can determine what steps you can take to avoid
these errors. ‘ .




|. How to Study:

The study strategies provided here should be helpfui in preparing for multiple-choice tests. They can be
applied to any reference sources.

A. Focus Your Attention

You must focus your attention on the material you are studying if you expect to remember it, There are
three things that you can do to help you focus your attention on the material you read.

First, since you tend to pay closer attention to things that interest you than to things that don't, you can fry to
make the material more meaningful or interesting. One way to do this is to apply it to yourself. Try to think
of examples of the material that can be tied to your work.

The next thing you can do is to eliminate distractions from your environment. These distractions compete
for your attention and affect your memory of the material that you are trying to study. Itis difficult to pay
attention to several things at the same time. Instead, people usually switch back and forth, paying attention
first to one thing and then the other. Unfortunately, you will not remember any material that did not receive
attention. This means that listening to the radio while you are studying, or studying in a noisy area, will
leave gaps in your memery of the material you are trying to learn,

Finally, you should avoid trying to learn or memorize material when you are tired. Fatigue reduces the
amount of material that you can remember. This means that it might be better to get a good night's sleep
and study in the morning rather than staying up a few hours exira and sleeping late. Surely, you must have
noticed how your attention wanders if you go without sleep for long periods of time.

B. A Method for Studying: SQ3R

SQ3IR stands for survey, question, read, }'ecite and review. These five elements make up a set of study
habits that almost guarantee success.

SURVEY

"Survey" means to find the limits or borders of an area. Survey the material you have to study to get a
rough idea of the content and organization of the material before beginning in-depth study efforts.

To survey a body of information, scan it from start to finish. By skimming over the pages, you wiil get an
idea of what is to come. In most documents, this type of survey is made much easier through the use of
headings. Bold, large, or major headings introduce big or important elements; smaller headings introduce
sub areas of these important elements. Other helpful overviews of the material can be found in summaries
such as chapter summaries/conclusions, overviews, commentaries, statements of objectives, etc. By
looking over such summaries, you can get a quick view of the important parts or pieces of the material
covered.

Surveying the study material gives you an idea of how long it will take to cover the material. This will help
you to break the assighment down into reasonable time blocks. Material should be read in chunks of a
reasonable size. You should carve out a specific section that you will try to understand before moving on.
A chunk might be all of the material under a major heading. If the material under the heading runs for many
pages, you might want to reduce the material to be understood {o each of the minor headings, taken one at
a time.



QUESTION

Most people need a reason to do things. In studying text material, a question becomes a reason. If you
have some questions to begin with, the material that you are reading will take on more life and be more
meaningful.

Before beginning each study session, look over the material you intend to cover. Develop some questions
that you expect to be answered in the material. There are several ways to develop these questions. One
way is to begin with the list of headings from the boaok chapter or document outline. Write a question for
each major and minor heading. Developing questions can provide a reason for reading the material and
can help the information become more meaningful to you.

READ

For most people, reading means the same thing as studying. When they say that they have studied
material, they often mean that they have read it through several times. Reading is important, but it will be
done more effectively when the survey and question steps have been completed.

The most effective way to pace yourself is to decide on the number of chunks that will be read and
understood in a given study session. You can use the questions you developed through the previous step
as your definition of understanding. Once you can answer these questions, you can move on to the next
section. A good time to take breaks is between these sections, not in the middle of them. This might be a
way of rewarding yourself for successfully completing the reading of each section.

It's important to ensure that you understand the material you are reading. One way to do this is to look up
the definitions of all new and unfamiliar terms. You should make a list of the words and phrases that you
don't understand. If these terms are technical terms that you have not encountered before, the chances are
that the answer is somewhere in the chapter or document that you are reading. Have a notebook available
so that you can mark down each of these terms, leaving a space for their definition. The quicker you get to
know the meaning of all the terms, the more effective your studying will be. If the term or word is not
technical, but simply a large or uncommon word that you are not sure of, look it up in a dictionary. If you
feel it would be helpful, record the definitions of these non-technical terms in your notebook, as well. You
will find that this notebook of terms will be a big help in preparing for the closed book test. You might want
to use it to keep track of all important terms, even those you understand.

Another good way to make your reading time as useful as possible is to mark or underline the text while you
are reading. This will make you a more active participant in the studying process. In addition, it will help
you to focus on the major ideas and keep you from getting bogged down in details. Your underlining or
highlighting can also make it easier for you to review the material before the test by providing some hints
and associations that will aid in later recall.

In marking or underlining the text, you should actually go through the text and underline key words and
concepts that are important in understanding the material in the chunk you are reading. You might also
make notes to yourself right on the text page. If you choose to use the underlining and marking method,
here are a few guidelines:

1 Read the whole section before doing any underlining or marking.

2) Don't mark or underline too much. The value of the technique lies in highlighting only the most
important material.

3) Use ink if possible so that the underlining and notes do not disappear or become unclear in the
course of studying. :

4) Use symbols as much as possible. For example, use ? as a symbol for questions you have: use * to

stand for a particularly important idea.



RECITE

Remember a time when you went to the store to buy several items? You didn't have time to write out a list,
s0 you just repeated the items out loud several fimes on the way to the store. After several repetitions, you
had memorized the list. If you had paid attention to what was happening, you would have realized that the
act of reciting the list made the difference between remembering the list and forgetting it. This is just as true
of study material as it is of shopping lists.

Recitation dees not have to be performed outf loud, but it should be formal. Don'tjust look over the
information and say to yourself, "Now | know it." The point is that you should recite the information that you
know. This can be done in several ways. One popular method is to close the book or document and try fo
repeat what you just have read, then check to see if you were correct. A second way is to answer questions
about the material you have read.

It's very helpful to recite with another individual. You can ask each other questions about portions of the
material, which will make you recite the material in a formal way. It's not even necessary to chocse
someone who is familiar with the material. The person only has to be able to recognize that what you have
said is what is written in the document of in your notes.

n order to be most effective, recitation should take place quite soon after you've first learned or read the
material. This is important because the greatest amount of information is lost or forgotten within a short
period of time after it is first learned. -

Don't fry to recite too much information at once. Depending on the nuﬁ‘nber of pages covered, this might be
all of the information in one major heading or even one subheading. A whole book chapter or document
section is usually foc large a unit for recitation purposes.

REVIEW

When you have finished studying a biock of material, such as a book chapter or document section, you
should review or reconsider what you have learned. This can be done through reciting or through
answering specific questions. The point is that you should go back over material once you think it has been
learned.

The second form of review is done just before beginning a new study session. |n this form of review, you
are actually preparing yourself for new learning by strengthening old learning. This helps to ensure that any
old learning that is needed as a basis for new learning is correct and available.

The final form of review is done before a fest. This review can be done quite effectively in a group with
other test takers. This cuts down on some of the drudgery of pre-test studying and also increases the
meaning of much of the information. That is, while you are taking the test, you can more easily remember
the information if you think back to who said what and how the review conversation went.
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In summary, the SQ3R method of study is based on sound learning principles and gives you a simple
formula to follow:

SURVEY skim the reading material and create manageable chunks to study

QUESTION develop a purpose for reading by asking questions that you expect to have answered
in the reading material

READ read and re-read the material until you understand it thoroughly

RECITE write down or talk about what you just learned to improve retention and integrate new
information into your knowledge base

REVIEW look over highlighted text and notes and integrate new information with old
information
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C. Open-Book versus Closed-Book Tests

The SQ3R strategy presented above applies fo all multiple-choice tests. For both the open-book and
closed-book tests, you will need to survey, question, read, recite, and review. However, the relfative
emphasis you place on each of these five functions will vary somewhat depending on whether you expect to
encounter the material in an open- or closed-book format.

The most obvious differences occur in the recite and review processes. For a closed-book test, recitation
and review are extremely important because they allow you to memorize the material in detail, and crganize
it in a meaningful fashion. For an open-book test, the recite and review functions are practiced slightly
differently. You do not have to recite the details of the material with a view towards later recall; instead you
should concentrate on reciting exactly where the material can be found. To this end, it is probably useful to
construct and familiarize yourseif with an outline of the basic material covered in each knowledge source.
To some extent, your outline will parallel any table of contents that exists; however you should aiso add
some notes to yourself as to other important material found in the chapter or.section. Itis also helpful to
mark any overlapping material that exists (i.e., where the same specific topic is addressed in two or more
places within the same or different sources). For an open-book test, you do not need to spend time
memorizing details; however, you do need to become familiar with where the details can be found.

Similarly, reviewing the areas covered in the open-book test will help you to understand and organize the
material better. Your review should also cover your outline of how the material is organized, and where
certain topics can be found.

The most important danger to guard against in an open-book test is the assumption that, because the
material is covered in an open-book format, it does not need to be studied. This is an extremely
dangerous assumption. Do not think that you will be able to locate and comprehend information needed
to answer questions on the open book test without prior study. While you may be able to answer a few
questions in this manner, in general, it will be too time-consuming. You will not be able to complete the
open-book test if you depend on first determining where information is located on the day of the test.
Moreover, if you have the material practically memorized, and at the "tips of your fingers," you will be able to
complete questions more guickly, and have more time to handle difficult questions and check your work.
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Il. General Multiple-Choice Test-Taking Strategies:

The purpose of the multiple-choice Written Technical Knowledge Test is to assess your knowledge of the
information contained in the reference sources included on the reading list. At times, factors other than your
knowledge of the tested material can influence your performance. The following suggestions should help
you to reduce these extraneous influences and do your best an the multiple-choice Written Technical
Knowledge Test:

Make sure you understand the test format and requirements.

Read, and/or listen fo, all of the directions carefully.

iviake sure you know how to correctly mark the answer sheet.

Make sure you know how much time you have to complete each portion of the Written Technical
Knowledge Test (i.e., closed-book, open-book). As you take each test, check your watch

periodically so that you can keep track of the amount of time remaining in the testing period.

Make sure you understand the guestion.

Read each question carefully.

Try to answer the question before you look at the choices. If you know the answer, compare
it to the available choices and pick the closest alternative. A thorough knowledge of the
tested material will allow you to answer the questions without looking at the answer choices.

You will be allowed to write in your test booklet so you should mark the test questiohs and/or
scenarios in a way that makes them read more easily.

Use slash marks to break down sentences into small segments. This will make you more
attentive to each separate idea in a long sentence.

Circle key words that tell what a sentence or passage is all about. If you skip the question
and come back to it later, your markings can make it easier to remember what the question
was about, without reading the full question or passage again.

Find and underline words which "harden” or "soften" statements.

Words such as all, naver, none and gvery harden a sentence by indicating there are no
exceptions. As a rule, alternatives with these words have less chance of being correct.

Words such as sometimes, may, generally and possibly soften a statement and leave more
room for the alternative to be correct.

AND means that one element of the aliernative must be present or true in_addition to another
element for the alternative to be correct.

OR means there is a choice of situations. Only one of the elements of the alternative must
be present or true for it to be a correct alternative.
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Proceed through the questions strategically.

Answer questions that you perceive as easy first.

When you go through each question on the test, answer the guestions you feel are easier
first and leave the ones you feel are more difficult until you've answered all of the questions
that you are sure of. This will prevent you from spending too much time on any one question
and ensure that you have the time to respond to, and receive credit for, every question that
you can answer correctly. If you are unsure of an answer, there are two strategies you can
use. You can leave the question blank. Make sure to mark the question as one you should
return to and skip the question on the answer sheet. A second strategy is to go with the first
answer that comes to mind. Mark this question and return to it later. Don't be afraid to
change this answer if, when you return to it, you realize you have misunderstood the
question. If, after returning and thinking about the question in more depth, you are still
unsure of the answer, stay with your first answer.

Tackle difficult questions methadically.

Don't get bogged down if there is a word or sentence you do not understand. You may get
the main idea without knowing the individual word or the individual sentence.

Use the process of eliminaticon,

If you don't know the answer to a question, first eliminate those choices which are clearly
wrong. Then, put a mark next to each remaining choice in your test booklet to indicate what
you think about it (e.g., bad, good, or possible). This will save you time by reducing the
number of answers you have fo reread and re-evaluate before making your final choice.

Take a mental break whén needed.

If you feel that your ability to concentrate is decreasing at points during the fest, take a brief
mental break. Put down your pencil and take a minute to clear your mind and relax. if you
are permitted to get a drink of water, do so. Of course, you must keep in mind the time limit
for the test but a brief mental break may well be worth the time it takes.

Answer every question,

You will not lose any more credit for an incorrect response than you will for no response, so
even if you must guess, respand to every question. If the test period is about to end and you
believe there will be a substantial number of gquestions (e.g., more than 5 or 10) that you will
not be able to complete, reserve some time (e.g., 60 seconds) toward the very end of the test
period to respond to these questions, even if you must guess. While your guesses may not
be correct, the alternative is to leave these questions blank and be assured of getting them

wrong.

Use extra time wisely.

If you finish the test before time is called, go back and review your responses. Make any changes
that are necessary. Alsoc make sure that you have placed your answers on the answer sheet
correctly.

Remember, Test Monitors will be available to help every candidate. If you have any questions, ask
for assistance hefore the test begins.
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Ili. Error Analysis:

There are several possible reasons for choosing an incorrect response to a question. Six of these reasons
are presented below along with suggestions for avoiding such errors. Consider past tests that you have
taken and identify the errors (from among the six provided here) that tend to characterize your test-taking
behavior. Once you have identified the reasons for your errors, you can take steps to avoid repeating such
errors when answering questions on this and future tests.

Reasons for Choosing Incorrect Answers

Marking the wrong space on the answer sheet.

Since there are a iimited number of questions on each test, careless errors such as these are costly.
Check yourself as you mark each answer choice on the answer sheet to ensure you are marking the
answer you have chosen. As an additional check, after you complete the test, go back over every
question and answer again.

Misreading a question or answer by overlooking a key word or phrase.

The solution to this problem is UNDERLINING. Underlining makes key words and phrases stand
out when choosing an answer. Once you have underlined the key words and phrases, check the
details of the possible answers with the details you underlined, one-by-cne." If every detail doesn't
match, consider that answer suspect and try another, always keeping in mind you're looking for the
best possible answer.

Not knowing the meaning of one or more key terms.

This could be a problem in PREPARATION and/or YVOCABULARY. In your study materials,
underline key terms and make sure you know what they mean. If an unfamiiiar term is a technical
ferm, it most likely will be defined within the relevant document. If an unfamiliar term is not a
technical term, go to a dictionary and look it up. It is a good idea to build your own glossary of terms
and learn their meanings.

When taking the examinations, if you have difficulty with a term, reread the sentence to determine its
meaning without worrying about the meaning of a particular word. Try to understand the general
message of the sentence or paragraph. The meaning of the unfamiliar word should become clearer
once you understand the general context within which it has been placed.

Difficulty understanding complex or difficult questions.

Divide and conguer! Use slash marks to break up the material intc small segments, then
concentrate on one segment at a time. When you do go back to difficult questions, first read the
possible answers before reading the question. This tells you what to concentrate on while reading
the question. Concentrate on the parts of the question directly related to the possible answers even
if you do not understand the entire guestion. You may not need to understand the entire question to
find the correct answer. Also, focus on the topic sentences which are usually the first and last
sentences of a question. Read the difficult questions twice. The first time, read for the general
meaning and do not get bogged down by individual words or phrases you do not understand. The
second time, read for more precise understanding. The first reading will provide the context so that
the second reading is easier.
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Difficulty comparing combinations of information.

This is a problem of re-arranging information in the correct way so that it makes sense. Underline
critical pieces of information in the test question and then compare the information with the possible
answers, point-by-point. Also, concentrate on eliminating wrong answers first.

The alternative you chose looked correct.

Several factors can cause you to fall for incorrect alternatives:

a)

b)

An incorrect alternative may contain an exact phrase from the relevant material (i.e., from the
test scenario or question itself or the study material).

An incorrect alternative may contain a phrase or sentence that is used out of context. For
example, an idea which is expressed but then rejected in the relevant material may be
presented as an idea that was supported.

An incorrect alternative may overstate what the relevant material has stated. For example, if
the relevant material says, "Some incidents...," the incorrect alternative may say, "All
incidents...."

Some strategies for avoiding the tendency to fall for incorrect alternatives include:

a)

b)

c)

d)

Have an answer in mind before you look over the alternatives. This will make you less
susceptible to choosing an incorrect alternative merely because it looks good.

Use the method of marking each alternative in your test booklet to indicate what you think
about it (e.g., bad, good, or possible) before choosing one.

Stick strictly to the facts or rules of the relevant material. Don't fall for alternatives that
stretch or exaggerate the facts or rules described in the relevant material. This is the time to
watch out for words that harden or soften a phrase such as only, never, always, etc.

Be wary of alternatives with words or phrases taken exactly from the relevant material. Don't
simply assume that such alternatives are correct.

Prepare a defense for your answer choice. Find something in the relevant material which will
give a strong, direct defense for your choice.
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Sample Closed- and Open-Book Test Items

Some samples of test items are provided on the following pages to give you an idea of what fo expect on
the written, multiple-choice, Technical Knowledge Tests. The open-book and closed-book test item
examples are drawn from reference documents representing a cross-section of police departments
and are NOT based on the current sources or job description of Milwaukee Police Lieutenants.
Nevertheless, these items are similar in format and content to the types of items that will appear on the
upcoming MPD Lieutenant's Written Technical Knowledge Test.

1.

Sample Closed- and Open-Book Test ltems

These sample items are designed to provide you with an idea of the basic format and content of the
Wiritten Technical Knowledge Test items. Once again, these items were drawn from documents
pertaining to a variety of departments; they do not come from current sources identified on the
reading list for the WPD Lieutenant test. Therefore, these items may not be consistent with the
documents relevant to your particular agency. These items will not be used on the upcoming test
and are only meant to demonstrate what the actual test items will look like.

The sample items are foilowed by an answer key.

Sample Closed-Book Test ltems:

Officers may resort to the lawful use of firearms when they reasonably believe that it is necessary to:

A. defend themselves against physical force.

B. defend a third person against physical force.

C. prevent the escape from custody of a person attempting to escape by the use of a deadly
weapon,

D. prevent the escape from custody of a person who has committed a felony, whether or not it
involved the use of a deadly weapon.

As a supervisor, it is important to understand that canine teams are valuable in assisting with:

A. controlling crowds.

B. searching for narcotics.

C. searching for suspicious packages.
D. tracking suspects.

A person who causes ancther's death as a proximate result of attempting to commit a misdemeanor
is guilty of:

A. Negligent Homicide, a misdemeanor of the first degree.

B. Involuntary Manslaughter, an aggravated felony of the first degree.
C. Involuntary Manslaughter, an aggravated felony of the third degree.
D. Voluntary Manslaughter, an aggravated felony of the first degree.
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When weighing the issues of probable cause in domestic violence incidents, officers should keep in
mind that:

A. the standards for determining probable cause in these cases are more stringent than in other
criminal actions.

B. in the absence of contradictory evidence, the victim’s willingness to sign a complaint constitutes
probable cause for an arrest.

C. in cases of marital co-ownership, charges can be placed solely for property destruction only
when damage to the victim’s property exceeds 500 dollars.

D. in cases of mutual combat in which one cannot determine the primary aggressor, it is preferable
to charge neither party than to charge both.

if after a suspect in custody has been given Miranda Warnings, the suspect elects to remain silent
and does not wish to consult with an attorney, officers may:

A. only re-approach the suspect if the suspect initiates further communication.

B. re-approach the suspect after waiting a reasonable period of time and re-advising the suspect of
hisfher Miranda Warnings.

C. not initiate any further contact with the suspect.

D. not initiate any further contact with the suspect until the suspect has had an opportunity to confer
with an attorney.

While monitoring your Department radio, you notice that one of your officers has failed to
acknowledge an assignment from the Dispatcher. As the officer's supervisor, you are responsible
for:

A. checking on the welfare of the officer and then advising the Dispatcher of the situation.
B. personally handling the radio assignment and then initiating disciplinary action against the
officer, if appropriate.
C. locating the officer and conducting a preliminary check of the working condition of the officer’s
radio.
D. preparing a memorandum to the Section Commander, summarizing the assignment and reasons
why the officer failed to respond.

One of your officers uses Oleoresin Capsicum (OC) spray to control a subject who is resisting arrest
in a carjacking incident. Once the subject has been controlled and properly handcuffed, the most
appropriate action the officer should take to help the subject recover would be to:

A. transport the subject {0 a hospital emergency room.

B. permit the subject to flush his or her face with water, keeping his or her eyes closed at all imes.
C. move the subject from the place of exposure to a location where direct sunlight is available.

D. move the subject from the place of exposure to fresh air and out of direct sunlight.

A person is guilty of Aggravated Robbery when, in the course of committing a theft, the person:

uses force against another.

threatens the immediate use of force against another.
threatens the immediate use of force against a juvenile victim.
attempts to inflict serious physical harm on an adult victim.

Cowx
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9.

10.

11.

12.

13.

Sample Open-Book Test ltems:

One of your officers fails to qualify with the Departmeni-issued handgun. As a supervisor, it is your
responsibility fo:

A.

B.

C.

D.

ensure that the officer is detailed to the Firearms Training Section until the officer completes the
gualification course.

confiscate the officer's ID folder and badge, and place the officer on restricted duty, until the
officer qualifies.

immediately forward the officer’s ID folder and badge to the Material Supply Section, after
placing the officer on suspension status, until the officer qualifies.

provide remedial handgun qualification training for the officer until the officer qualifies.

A supervisor has identified a member suspected of abusing sick leave. The first step the supervisor
should take is to inform the member that he/she has established a pattern of suspected sick leave
abuse and to:

A
B.
C.

D.

notify the member that a medical excuse will be required for further absences.

warn the member that formal charges will be filed if any more unexcused absences are taken.
give the member a reasonable period within which to demonstrate some improvement in
attendance.

give the member a chance to explain.

A 16-year-old male was suspected by officers of being involved in the sale of narcotic drugs. One
day, an officer stops the youth on a minor traffic violation and requests permission to search the
vehicle he is operating. The youth agrees. Upon searching the vehicle, the officer finds a quantity
of cocaine. Under these circumstances, the:

A.

B.
C.
D.

court hearing the matter will consider the totality of the circumstances in determining the
voluntariness of the youth’s consent to the search.

cocaine will be inadmissible, because a youth cannct consent to such a search without a parent
or guardian being present.

search was bad, because juveniles are not considered by the court to be capable of consenting
to any search.

evidence seized must be deemed inadmissible unless the youth’s parent or guardian gives post
facto authorization for the search.

Individuals engaged in secondary employment must resubmit requests for authorization:

A
B.
C.
D.

only if they switch their secondary employer.

if the nature of the work with their secondary employer changes. .

annually, on the date of their anniversary with their secondary employer.

every six months, according to the date of their anniversary with their secondary employer.

When submitted to a court, a complaint must specify in writing several conditions. One condition
which must be included in the complaint is the:

oWy

amount of bail.

municipality and county where the complaint was issued.
offense with which the accused is charged.

geagraphical limitations of the peace officers.
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14.

15.

16.

The State’s Attorney will give notice of a pending non-judicial forfeiture for property seized under the
Controlled Substance Act within 45 days if the property is:

A. adrug dealer's home that does not have an assessed value greater than 50,000 dollars.

B. a computer used by a drug dealer to make cocaine deals via the Internet worth 5,500 dollars.
C. five gold bars worth 22,000 dollars.

D. 29,000 doliars in cash found in the frunk of a car parked at a known drug house.

Sergeants who are given an arder which is in conflict with a previous order, rule, regulation or
directive, but is otherwise proper, should:

A. disobey the conflicting order.

B. obey the conflicting order without question.

C. respectfully inform the superior officer issuing the conflicting order before proceeding.

D. respectfully inform the superior officer's supervisor of the conflicting order before proceeding.

During a discussion of sick leave among several Members at a station, questions arise about the
accumulation of sick leave and when it may be used. |n addressing the Members’ concerns, it is
correct to state that sick leave credits for Officers may be accumulated up to a maximum total of:

260 days.
300 days.
260 days, of which 175 days may be used to pay for health insurance in retirement.
300 days, of which 175 days may be used fo pay for health insurance in retirement.

oOw»
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lll. Suggested Responses to Sample Closed- and Open-Book Test Items:

Remember, because they are based on sources from multiple jurisdictions, the following correct responses
to the example items do not necessarily reflect the MPD documents, policies and procedures,

Sample Closed Book Test ltems:

0NG O AW
CO>»W0Wno0

Sample Open Book Test ltems:

9. B
10. A
1. A
12.C
13.C
14.B
15.C
16. A
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CONCLUSION

This is the end of the Candidate Preparation Guide for the Written Technical Knowledge
Test. We hope that this Guide gives you a beiter picture of what to expect in this
component of the examination process (including the logistics and evaluation procedures),
and provides you with some suggestions for preparation. The suggestions provided here
are not exhaustive; we encourage you to engage in additional preparation strategies that
you believe will enhance your chances of performing effectively on the test.

BEST OF LUCK!
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John R. Kalwitz, Common Council President
Second District Alderman
City Hall, Room 205

Re:  Duty to Bargain Merger of Police Lieutenant Classifications
Dear Alderman Kalwitz:

You have requested an opinion regarding whether Chief of Police Arthur Jones’ request
to the Milwaukee Board of Fire and Police Commissioners to reclassify the positions of
Lieutenant of Detectives and Lieutenant of Police to a single, combined classification of Police
Lieutenant involves a matter that needs to be bargained with the union representing affected
employees. In our opinion, for the reasons set forth below, a decision to so reclassify and ‘merge
the two lieutenant positions into a single position is not subject to a duty to bargain. However,
because the action is likely to have an impact upon the working conditions of represented
employees, we believe a duty to bargain over the impact of the decision would exist. As noted
below, such impact bargaining need not necessarily be completed before implementation of the
merger, assuming the merger goes forward.

Discussion

A threshold question in analysis of the duty to bargain over a particular managerial
decision is whether it implicates a mandatory, permissive, or prohibited subject of bargaining.
Under the Municipal Employment Relations Act (MERA), Wis. Stat. §§ 111.70, et. seq., such a
decision or action need not be bargained if it is classified as either a permissive or prohibited
subject of bargaining; bargaining is required only with respect to mandatory subjects of
bargaining. Even if a particular matter constitutes a mandatory subject of bargaining,
management need not bargain over it if the contract between the parties gives management the
right to unilaterally take the action. We are unable to express an opinion on whether merging
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police lieutenant classifications constitutes a mandatory or permissive subject. We believe,
~ however, that our inability to express an opinion on this issue is not germane to the question
asked by you, because: (1) we think it likely that the merger would be deemed a prohibited
subject of bargaining (such classification would render questions about its permissive or
mandatory nature irrelevant); and (2) we believe that under the contract between the City and the
Milwaukee Police Supervisors’ Association, the union plainly has waived the right to bargain
over classification merger issues.

A. Mandatory, Permissive, and Probibited Subject of Bargaining Issues.
1. Prohibited Subject Analysis.

Prohibited subjects of bargaining are those that, if implemented, would involve a
violation of state or federal law. Beloit Education Ass’n v. WERC, 73 Wis. 43, 242 N.W.2d 231
(1976). Such subjects are exempt from any duty to bargain. Bargaining proposals that would
not implicate a direct and irreconcilable conflict with the law do not qualify as prohibited
subjects of bargaming. In determining whether such a conflict exists, legal tribunals attempt to
harmonize, if possible, the bargaining obligations that exist under MERA with statutes that
arguably conflict with such obligations, reconciling conflicts if possible. See Fortnev v. West
Salem School District, 108 Wis. 2d 167, 321 N.W.2d 225 (1982); Crawford County, WERC
Dec. No. 20116 (1982). Muskego-Norway Schools v. WERC, 35 Wis. 2d 540, 151 N'W.2d 617
(1967). This so-called “harmonization doctrine™ is difficult to apply and reasonable minds often
can differ on outcome under a particular set of facts. See, e.g., City of Janesville v, Wisconsin
Empioyment Relations Comm., 193 Wis.2d 492 (Ct.App., 1995), rev._den., 540 N.-W.2d 201
(1995).

The Chief of Police is granted broad statutory powers under Wis, Stat. § 62.50(23)
including, most importantly for the present discussion, responsibility “for the efficiency and
general good conduct of the department under [his] control.” We believe it quite unlikely that,
under the harmonization doctrine, proposals either to merge or not to merge the two lieutenant
classifications would be found to implicate a direct and irreconcilable conflict with this rather
broad statutory language. In Fortney, supra, for example, a just cause requirement for discipline
1n a bargaining agreement provision was found not to conflict with broad school board powers to
discharge upon a majority vote by the board as (then) set forth in Wis. Stat. § 118.22(2).
Arguably even less of 2 conflict would appear to exist between the general powers of the Chief
of Police referenced in § 62.50(23) and the present classification merger proposal. More
importantly, Wis. Stat. § 111.70(9) specifically states that nothing in § 62.50 grants the Chief of
Police authority that diminishes employee bargaining rights under MERA. Accordingly, it
would appear that application of the harmonization doctrine is not even necessary as regards the
Chief’s authority.
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Notwithstanding the above, we would feel comfortable defending the proposition that
merging lieutenant classifications involves a direct and irreconcilable conflict with Wis. Stat.
§62.50(3)(b). This statute vests the authority to adopt rules governing the selection and
appointment of fire and police personnel in the Milwaukee Board of Fire and Police
Commissioners, and grants the Commission express rule-making authority over position
classifications (which authority the Commission has exercised). Significantly, the Commission
is required under the statute to exercise its authority so as “to secure the best service to the
public.” As an independent body that is not a party to the bargaining relationship between the
City and the MPSO, and that is expressly required under the statute to act only for the good of
the public, authority over position classifications would appear to be vested exclusively with the
Commission; it would seem difficult to harmonize the Commission’s authority and its sole
responsibility to the public as regards position classifications with coliective bargaining, which
takes into consideration a number of factors besides public interest. See Wis. Stat. §
111.70(4)(jm)(5) and (6) (allowing an interest arbitrator to consider factors other than simply
public interest in weighing bargaining proposals between the City and the police unions).
Bargaining between the City and the MPSO on the decision to merge lieutenant classifications
therefore would seem to involve an impermissible encroachment upon matters vested exclustvely
with the Commission—in direct conflict with the Commission’s statutory authority.’

Certain provisions in the collective bargaining agreement between the City and the
MPSO reinforce the above conclusion. Most notably, section 1 of Article 4 provides that if any
provisions in the agreement or an application of the agreement conflict with the legislative
authority delegated, inter alia, to the Fire and Police Commission, “then this agreement shall be
subordinate to such authority.” This provision would appear to evidence a recognition and
acceptance of the Fire and Police Commission’s exclusive right to unilaterally exercise its
statutorily reserved authority without impediment.

We do not believe certain other provisions in the bargaining agreement that allude to the
Fire and Police Commission abiding by or otherwise respecting the agreement alter the above
conclusions. These include: a provision in paragraph 4 of the Preamble stating, inter alia, that
the Fire and Police Commission “will abide by the terms of the Agreement”: language in
paragraph 5 of,, the Preamble that states it is intended by the provisions of the agreement “that
there should be no abrogation of the duties, obligations, or responsibilities of any agency . . . of
City government which is now expressly provided for respectively either by: state statute and
charter ordnance of the City of Milwaukee except as expressly limited herein™: and language in
Article 5, § 2.a, stating the “MPSO recognizes the right of the . . . Board of Fire and Police
Commissioners . . . to operate and manage [Commission] affairs in all respects,” and that the
“MPSO recognizes the exclusive right of the Board of Fire and Police Commissioners . . . to
establish and maintain department rules and procedures for the administration of the police

department during the term of this Agreement, provided that such rules and procedures do not

! A consequence of the Commission’s authority is that merger of lieutenant classifications ultimately would require
the approval of the Fire and Police Commission,
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violate any of the specific provisions of this Agreement.” (Emphasis added.) First, as is apparent
from the discussion of prohibited subjects of bargaining, above, the City, the MPSO, and the
contract between them, cannot divest the Commission of powers or authority statutorily vested to
its exclusive control, and cannot permissibly attempt to regulate department matters that are
exclusively reserved to the Commission’s authority. Second, the Commission could not be
bound by any agreements between the City and MPSO that implicate matters within its exclusive
Jurisdiction (as determined by applying the harmonization doctrine). And third, in any event, as
discussed in sections B and C, below, nothing in the agreement appears to mandate bargaining
over a decision to merge classifications (the agreement, in fact, strongly indicates the opposite).
We believe assertions in the agreement that the Commission will respect or abide by the
agreement reflect the simple fact that just as the Commission has final, sole authority over some
matters affecting the police department (such matters are prohibited subjects of bargaining), so,
too, do the parties have rights over other matters under MERA (generally—the right to bargain,
if the City agrees, over permissive subjects, and the duty to bargain over mandatory subjects).
To the extent the City or MPSO agree upon matters that are properly within the scope of their
bargaining rights (i.e., that do not impermissibly impinge upon the Commission’s authority by
implicating a direct and irreconcilable conflict with the statutes that grant this authority), we
believe the Commission is bound to respect and defer to the parties’ agreements--as presently
stated in the bargaining agreement. It seems clear to us from the strong references to and
affirmations of the Commission’s authority in the above provisions (and in the provision
discussed in the preceding paragraph) that the parties are not attempting to somehow curtail or
restrict the Commission’s legal authority.

2. Mandatory/Permissive Subject Analysis.

The distinction between mandatory and permissive subjects of bargaining, i.e., between
those decisions or actions that must be bargained and those that can be bargained only if both
parties agree to bargaining, involves application of a balancing test described in Unified School
District No. 1 of Racine County v. WERC, 81 Wis. 2d 89, 102, 259 N.W.2d 724 (1977):

The question is whether a particular decision is primarily related to the wages,
hours and conditions of employment of the employees, or whether it is primarily
related to the formulation or management of public policy. Where the
governmental or policy dimensions of a decision predominate, the matter is
properly reserved to decision by the representatives of the people.

The analysis required under the above test is necessarily imprecise given the inherent
difficulty of “weighing” abstractions against one another, Merger of the two lieutenant positions
unguestionably has an impact upon the conditions of employment of employees currently in the
two lieutenant classifications, and potentially also upon their wages and hours; the merger
therefore plainly relates to and implicates primary employee interests—the first aspect of the test,
A thorough understanding and analysis of the public policy dimensions of the contemplated -
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merger—the second aspect of the test—is required in order to assess whether this aspect of the
merger “predominates” and, therefore, removes it from the class of matters that are subject to a
duty to bargain. If a sufficiently persuasive rationale, e.g., one that strongly implicates public
safety, underlies the merger, it is conceivable the merger could be deemed a permissive subject
despite the fact that it plainly has an effect upon employee conditions of employment (and
potentially wages and hours). Cf Racine Unified School Dist., WERC Dec. No. 27972-C
(although year-round school implicates employee wages, hours, and conditions of employment,
the public policy dimensions of the action, which involve educational policy and the
improvement of education, predominate, thereby rendering the issue a permissive rather than
mandatory subject of bargaining). Absent significantly more information on the rationale for
merging the current lieutenant classifications than we presently possess, we are unable to express
an opinion upon whether the merger of the two classifications primarily relates to wages, hours,
and (most notably) conditions of employment, or primarily to the formulation or management of
public policy.

B. Bargaining Agreement Issues.

Even if merger of the two lieutenant classifications somehow was deemed to constitute a
mandatory subject of bargaining (i.e., if this was held not to constitute a prohibited or permissive
subject), no duty to bargain the decision would exist if the bargaining agreement between the
City and the Milwaukee Police Supervisors’ Organization (MPSO) authorizes the City to take
such action. Where such authority exists, a union is deemed to have waived any right to bargain
over the decision. Sheboygan County, WERC Dec. No. 27692-A (Burns 1994); City of
Wisconsin Rapids, WERC Dec. No. 27466-A (Shaw, 1993). The 1997-1998 collective
bargaining agreement between the City and the MPSO contains two provisions that rather
unequivocally appear to authorize managerial actions such as the contemplated merger of the
two lieutenant positions without prior bargaining over the decision. Although this contract has
expired, the relevant provisions of the contract noted in the discussion below remain in effect
(under the so-called “status quo™ doctrine, most contractual provisions remain binding upon the
parties after expiration of a particular contract until a new contract becomes effective). See, e.g.,
Greenfield School Dist., WERC Dec. No. 14026-B (1977). -

Article 5, § 2,j in the “Management Rights™ section of the bargaining agreement between
the City and the MPSO states, “Specifically, and without limitation by enumeration, the City
shall have the following unrestricted rights: . . . j. The City shall have the authority, without prior
negotiations, to consolidate operations within the Department or 1o reorganize within the
Department.” Under this language, the union would appear to have waived any right to bargain
over a decision that involves either consolidation of operations within the Milwaukee Police
Department or reorganization within the Department. Merging the two separate lieutenant
classifications into a single unified classification appears to fall squarely within the language of
this provision, involving both the “consolidation” of two previously discreet and organizationally
separate functions and an intra-Departmental “reorganization” by which these traditionally
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separate functions would no longer be separate. Given this, it appears quite likely that the union
would be deemed to have waived any right to bargain over a decision such as the contemplated
merger; differently stated, the City has reserved the right to take such actions unilaterally
(subject, as noted in footnote 1, above, to Fire and Police Commission approval).

Other language in the contract between the City and the MPSQ suggests even more
strongly that the decision to merge the two classifications need not be bargained. Article 8 of the
contract, a definitional section, defines the various job “classifications” within the MPSO and
lists Lieutenant of Detectives and Lieutenant of Police as two separate “classifications.” Article
2 of the contract also lists these two positions as “classifications.” Article 9 shows the
compensation rates for the different classifications (Lieutenants of Detectives and Lieutenants of
Police are paid identically), then states, significantly, in § 7, “The City reserves the right to make
classification changes, but said changes shall not operate to reduce the salary of current
incumbents.” Consistent with the management rights provision (Article 5, § 2.j) noted above,
this language appears unequivocally to allow the City (which term is defined to include "any
person, agent or instrumentality acting on behalf of the City with respect to the Milwaukee
Police Department . . . .") to modify, eliminate, merge, or otherwise "change" any of the job
classifications within the MPSO—as long as the affected employees (current incumbents)
experience no reduction in their salaries. Accordingly, the Chief of Police's present right to
merge the two separate lieutenant classifications into a new classification without bargaining the
decision seems rather clearly established, as long as no current lieutenant suffers a reduction in
pay as a consequence of the change (again, as noted in footnote 1, subject to Fire and Police
Commission approval).

C. Miscellaneous Issues.

A letter from Jerald Filut, President of the MPSO, to Joseph Czarnezki, Executive
Director of the Board of Fire and Police Commissioners, was included with your opinion letter
request; you asked us to comment on points raised in it. Mr. Filut notes several reasons why he
believes the two mergers would be inadvisable, Whether the merger is a good or bad idea
implicates questions of policy that are not relevant to the legal question addressed here (whether
a bargaining obligation exists) and cannot be addressed by our office.

Mr. Filut also notes certain impacts of the merger upon current seniority, including
potential problems in applying Article 44 of the contract between the City and MPSO. Article
44 states, in relevant part, “Employees shall be assigned to day duty according to seniority in
their respective ranks and positions.” We do not believe Article 44 precludes merger of the two
lieutenant classifications or that Article 44 is somehow inconsistent with merger of the two
classifications. If the two classifications are merged, as seems permissible under both § 2,j of
Article 5 ("Management Rights”) and Article 9, § 7 (the reclassification clause), a new "rank and
position" would be created to which the seniority principles set forth in Article 44 presumably
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would apply. The particulars surrounding application of this Article to the merger also could
constitute a subject of impact bargaining by the parties (see section D, below).

Another point raised by Mr. Filut is that merger of the two lieutenant positions would
contravene Article 2 of the contract. John Fuchs, attorney for the MPSO, raised this same point
in a letter to you that you also enclosed for comment with your request for the present opinion.
Article 2 of the contract (the “recognition” clause) indicates, in relevant part, that the MPSQ is
the exclusive bargaining agent for employees in various classifications.and includes Lieutenant
of Police and Lieutenant of Detectives in a list of these classifications. We do not believe a
reference to these two classifications in the recognition clause implies any inability to merge the
two classifications. Mere reference to specific positions or classifications in a contract provision
- such as this generally is not sufficient to connote mutual agreement that such positions or
classifications must be maintained. See, e.g., Kenosha County, WERC Case No. 52559 (Gratz,
- 1996). Where, as here, rather unambiguous contract language such as that found in Article 5 8
2, or in Article 9, § 7, plainly appears to authorize actions such as the contemplated merger, the
likelihood that a mere listing of classifications in a recognition clause would be construed to
preclude such action seems to us very remote.

D. Impact Bargaining Issues.

Other concerns raised by Mr. Filut in the letter discussed in section C, above {(e.g., how
the merger affects bid ladders, seniority lists, and the examinations for lieutenant positions), in
our opinion, also are not relevant to the issue of whether bargaining is required over a decision to
merge lieutenant classifications. Such concerns are relevant to your inquiry, however, to a
limited extent. As noted, we do not believe the decision to merge lieutenant classifications is
subject to a duty to bargain; this conclusion, however, does not imply that no bargaining duty
whatsoever could arise from the action. Even in situations involving implementation of a purely
permussive subject of bargaining, a duty still exists under MERA to bargain over the “impact” of
the decision upon wages, hours, and conditions of employment to the extent any such impact
exists and to the extent nothing in the parties’ relationship or law implies waiver of this duty.
Most, but not all,? of these other concerns noted by Mr. Filut are matters that normally would be
deemed impact bargaining items only. '

Impact bargaining involves a duty to bargain in good faith to impasse, after which the
employer can implement its final offer (if any); such bargaining need not necessarily be

? Promotional examinations constitute a permissive subject of bargaining, as such, they are exempt from any type of
bargaining absent employer consent to the contrary. See The City of Milwaukee, WERC Dec. No. 27997 (WERC,
1994) (the right to determine job qualifications is vested exclusively with the employer). In addition, however,
under Wis. Stat. §62.50(3)(b) the authority to develop and administer such examinations is vested exclusively with
 the Fire and Police Commission, which is to exercise its authority under Wis. Stat. § 62.50(3)(b) for the good of the
public; accordingly, in light of discussion in subsection A.1, above, examinations and examination content
(normaily deemed permissive subjects of bargaining) could constitute a prohibited subject of bargaining in the
present context.
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commenced or completed before a particular decision is implemented, although unnecessary
delay by an employer in advising a union of a decision or in impact bargaining itself (e.g., by not
responding to union proposals) can suggest bad faith bargaining or even a refusal to bargain by
the employer. See generally, Racine Unified School Dist., WERC Dec. No. 27972-B (Crowley,
1994), Hartford Jt. School Dist. No. 1, WERC Dec. No. 27411-A (Jones, 1993); Bradley
Gerhring and Outagamie County, WERC Dec. No. 27341-A (Crowley, 1993); Milwaukee Board
of School Directors, WERC Dec. No. 20093-A (WERC, 1983); Racine Unified School Dist.,
WERC Dec. No. 18810-A (Shaw, 1982). Although an employer is free to make proposals and
counterproposals in impact bargaining, the union representing affected employees bears the
burden of initiating the impact bargaining process after learning of a particular decision; if a
union fails to make specific, timely proposals, it can be found to have waived its right to bargain
impact. Shebovgan County, WERC Dec. No. 27692-A (Burns, 1994); Hartford Jt. School Dist.
No. 1, supra; Racine Unified School Dist., supra; City of Monona, WERC Dec. No. 28405-A
(Jones, 1996); Racine Unified School Dist. No. 1, supra.

To conclude, while the decision to merge the lieutenant classifications does not in our
opinion need to be bargained, we believe certain impacts of such a merger upon employee
wages, hours, and conditions of employment would be subject to such a duty.

If you have any additional questions or would like elaboration upon any of the foregoing,
please do not hesitate to contact us.

Sincerely,

DONALD L. SCHRIEFER
Assistant City Attorney

Cc: Milwaukee Chief of Police Arthur Jones
Jeffrey Hansen, Director of Employee Relations, City of Milwaukee

DLS:27911



Promotional Examination Announcement Bulletin
DETECTIVE

REQUIREMENTS
Applicants must have served continuously as a sworn member of the Milwaukee Police Department
for at least four years immediately preceding September:27; 2018 (i.e; date of writlen tese).

Continuous servige includes:

» Time spent on military leave or duty disability will count toward the actual years of service
requirement.

* Police Officers who have had leaves of absence related to physical disabilities, including maternity
leave, sick leave, or education ieave or leaves which qualify under the Family and Medical Leave
Act.

«  Abreak in service of 30 cumulative days or less for other non-disciplinary reasons.

»  Abreak in service of 5 cumulative days or less for disciplinary reasons will be considered o have
continuous service but must have the required years of actual service.

DUTIES

Conduct crime scene investigations.

Collect and preserve physical evidence.

Ptan and conduct case management activities.

Interview witnesses and victims.

Surveil, apprehand and interrogate suspects.

Collaborate and communicate with other department personnel.
Obtain warrants and assist the District Attorney.

Prepare and maintain departmental forms, reports and personal records.
Perform general law enforcement activities.

Keep up-to-date and read police-related materials.

Perform other related duties and responsibilities.

® & & & & » & ° B 820

OTHER QUALIFICATIONS
The position of Detective requires the following knowledge, skills, abilities and personal characteristics for
suecessful perfermance of duties, which will be evaluated in the selection process:
s Knowledge of criminal investigation procedures, interviewing and interrogating techniques, laws and
statutes, and rules and procedures.
Oral and written expression, oral and written comprehension.
Analytical and interpersonal skills.
Judgment and decision making.
Planning and crganizing.
Managing resources and directing and coordinating.
Initiative and the ability to perform effectively under stress.
Skill and knowledge to abide by and enforce the Department's Code of Conduct.

APPLICATIONS

Applications are available online only at www jobaps com/Miliobs/FPC. Applications must be submitted
by Friday, August 17, 2318. The Commission is not responsible for applications not received by the
deadline.

EXAMINATION
The examination will consist of the following compenents:
Written Test 25%
Oral Exam 35%
Career Review 35%
Seniority 5%
100%

The Wiitten Technical Knowledge Test Is tentatively scheduled for Thuistiay, Séptemiber:
Qualified candidates who have submitted an application will receive an email nofification wnth addltlonal
information regarding the written test.

Applicants must pass the Written Technical Knowledge Test in order to proceed to the Oral Board
Examination and Career Review Board. Those applicants will be notified at a later date of the date, time,
place, and nature of the remaining test components. The eligible list resulting from this examination will
remain in effect for two years from the date of adoption, unless exhausted, extended, or rescinded by the
Board. Promotion is contingent upon passing a drug screen.

A Reading List and Preparation Guide containing information regarding the Written Test will be made
available to applicants for prometion to Detective. Both the reading list and preparation guide will be
available on the MPD HR Division SharePoint.

FIRE AND POLICE COMMISSION
200 E. Wells Street, Room 706A, City Hali, Milwaukee, W! 53202
Phone (414)286-5000



Promotional Examination Announcement Bulletin
DETECTIVE

If you will be unavaifable for one or more portions of the examination due fo military service or training, you
must provide wriffen nofification to the Fire and Police Commission prior to the examination. Please contact
Jeff Harvey at (414)286-5460, jharvey@milwaukee.gov, or in person at City Hall Room 706.

NOTE: Promotion Eliglbility to Police Lieutenant
The faber contract agreement between the City of Milwaukee and the Milwaukee Police Association Lacal
#21 effective January 1, 2010 through December 31, 2012 and continuing in effect until otherwise revised
includes Appendix L, Memorandum of Understanding which states in pertinent part:

1. Anempioyee occcupying the classification of detective on the execution date of the 2010-2012
Agreement between the Cily and the Union shall be eligible for consideration for promation o
the rank of police fisutenant if the employse otherwise meets the minimum efigibility criteria
for consideration for promotion to the rank of police lieutenant as established by the City's
Fire and Police Commission. A Ifst of identified employees shall be attached to the
Memorandum.

2. Noempioyee identified hersin shall be preciuded from the promotional testing process to the
rank of police lieutenant based solely on a lack of experience as a sergeant,

Applicants for Detective who are not on the list of identified employees in the Appendix L Memorandum of
Understanding may not be eligible to participate in future promoticnal processes for the position of Police
Lieutenant. Eligibility to participate in an examination is established by the Board when the Promotional
Examination Announcement Bulletin is approved.

FIRE AND POLICE COMMISSION
200 E. Wells Street, Room 7064, City Hall, Milwaukee, WI 53202
Phone (414)286-5000



1 Francisco Police Department

1.01

ENERAL ORDER Rev. 09/13/99

ORGANIZATIONAL STRUCTURE

is order outlines the organizational structure of the San Francisco Pohce Department,
luding rank hierarchy and reporting responsibilities.

POLICY

A. POLICE COMMISSION. The Police Commission, pursuant to Charter Section 4.109,

(2

is composed of five members appointed by the Mayor. The Commission has the authority
to organize, reorganize, manage and set policy for the Police Departmeént. The Police
Commission adopts rules and regulations to govemn the Department, approves the annual
Department budget, and performs other functions as required by law.

ORDER OF RANK
Chief of Police Lieutenant
Assistant Chief Sergeant
Deputy Chief Inspector
Commander Assistant Inspector
Captain Police Officer

ORGANIZATION

1. CHIEF OF POLICE. The following organizational umts shal] report directly to the

Chief of Police:

Assistant Chief

Deputy Chief, Administration Bureau
Deputy Chief, Airport Bureau
Deputy Chief, Inspectors Burean

Deputy Chief, Field Operations Bureau

2. ASSISTANT CHIEF. The following organizational units shall report directly to the

Agssistant Chief:

Public Affairs Office
Risk Management Office
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ADMINISTRATION BUREAU. The following organizational units shall report
directly to the Deputy Chief of the Administration Bureau:

Communications Division Fiscal Division
Planning Division Staff Services Division
_ Support Services Division Training & Education Division _.
Behavioral Science Unit Property Control Unit
Consent Decree Division Field Training Program

AIRPORT BUREALU. The following organizational units shall report directly to the
Commander of the Airport Bureau:

Administrative Services

Patrol Division

Special Services

INSPECTORS BUREAU. The following organizational units shall report to the
Deputy Chief of the Inspectors Bureau:

General Investigations Division  Major Investigations Division

Narcotics / Vice Division Juvenile and Family Services Division
Forensic Services Division

FIELD OPERATIONS BUREAU. The following organizational units shail report
directly to the Deputy Chief of Field Operations Burean:

Patrol Division . Special Operations Division SEMPU

a. The following commands report to the Commander of the Patrol Division:

Central Station Southemn Station Potrero Station
Mission Station Northern Station - Park Station
Richmond Station Ingleside Station - Taraval Station
Tenderloin Task Force  Night Captains Treasure Island/Marine

b. The following commands and units report to the Commander of the
Special Operations Division:

Traffic Company Crime Prevention Company
Muni Transit Company Air Support Unit
Fugitive Recovery Enforcement Team (FRET)
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INTRODUCTION

To qualify for the rank of Detective, candidates will participate in an assessment process consisting of three
test components and seniority points. Each component of the process will be weighted as follows:

Test Component Det\?vcéii;ﬁtleSt
Component 1: Written Technical Knowledge Test 25%
Component 2: Oral Board Examination 35%
Component 3: Career Review Board 35%
Seniority Points 5%

This process is based on information obtained from a job analysis of the position of Milwaukee Police
Detective. The job analysis provided descriptions of the duties performed by incumbent detectives and
identified the knowledge, skills, and competencies (abilities and personal characteristics) required to
perform these duties effectively. The assessment process is intended to assess the required knowledge,
abilities, and competencies in the context of important duties and tasks, as well as relevant career
experiences.

This guide is being distributed to assist candidates in preparing for the Written Technical Knowledge Test.
(More detailed information about the Oral Board Examination and Career Review Board will be
provided at a later date.) We are providing this information in recognition that a considerable amount of
the concern associated with participation in examinations is related to the novelty of the procedures that
candidates encounter. Accordingly, this Guide provides information about the Written Technical Knowledge
Test component in terms of the:

* content,

» administrative logistics,

= evaluation methods, and

= sample questions and answers.

From the information presented in this guide, candidates should be able to get a good feel for the Written
Technical Knowledge Test, including the test procedures, the types of questions they will encounter, and
suggested preparation strategies.

We encourage candidates to review this guide carefully and to take advantage of any and all opportunities
to prepare for the test.

GOOD LUCK!

NOTE: In this Guide, an effort has been made to provide as much information as is available at this time
about the intended format, content, logistics, and evaluation of the Written Technical Knowledge Test.
However, it is possible that minor alterations may be made in the testing procedures between the time this
Guide is distributed and the administration of the test. We will work with the Milwaukee Fire and Police
Commission to provide you with any updates that may be required.



DESCRIPTION OF THE WRITTEN TECHNICAL KNOWLEDGE TEST

I. Date, Time, and Location:

The Written Technical Knowledge (TK) Test will be administered on Tuesday, August, 11
2015 at 9:00 a.m. in Room 182 of the Safety Academy. Candidates should arrive at the test
site no later than 8:30 a.m. so that the instructions can begin promptly at 9:00 a.m. A schedule
is presented below to give you an idea of the timing for the day of the Written Technical
Knowledge Test. Some of the times presented below are approximate so the “time of day”
designations presented may vary slightly from those that actually occur on the day of the test.

CANDIDATE SCHEDULE

ACTIVITY AMOUNT OF TIME TIME OF DAY
Check-In and Seat Candidates Approximately 30 minutes 8:30 a.m. to 9:00 a.m.
Instruction Period Approximately 30 minutes 9:00 a.m. to 9:30 a.m.
All Closed-Book Test 3 hours 9:30 a.m. to 12:30 p.m.
Short Break Approximately 10 Minutes 12:30 p.m. to 12:40 p.m.
Appeals 30 minutes 12:40 p.m. to 1:10 p.m.

NOTE: We encourage candidates to bring a beverage and snack to the test site as there will be
no break for lunch in between any of the activities listed above.

Il. Content:

The Written Technical Knowledge Test will be an ALL closed-book test and will consist of 100
traditional, multiple-choice items with four response alternatives each. These items will be
designed to assess candidates' understanding of job-related technical knowledge that the job
analysis indicated must be memorized so no reference materials will be available for use during
this test. Items on this test will be drawn ONLY from reference materials identified on the
reading list. Candidates will be given 3 hours to take this test.




Administrative Logistics:

The Written Technical Knowledge Test will be preceded by a set of instructions. Candidates are
advised to arrive at the test site at least 30 minutes prior to the instruction period to ensure that all
necessary administrative procedures can be conducted prior to the scheduled start time.

A few reminders about the reading list and reference sources are presented below:

1. Candidates WILL NOT be permitted to use any reference sources or documents of any kind during
the Detective Written Technical Knowledge Test. If it is determined that any document(s) is needed
to take the Detective Written Test, the document(s) will be provided at the test site.

2. Candidates will only be responsible for information contained within sections of documents included
on the reading list. Any other documents that are referenced within sources appearing on the
reading list, but are not actually listed on the reading list themselves, will not be tested.

3. No electronic equipment will be allowed at the test site, including pagers, cellphones, tablets,
laptops, etc. In other words, any device with an on/off switch will NOT be permitted at the test site.

4. Candidates will be responsible for all revisions made to the MPD’s internal reference sources up
until June 3, 2015. Candidates will NOT be responsible for revisions that occur after June 3, 2015.

. Appeals Process:

The following appeals process will be used for the Written Technical Knowledge Test. Additional
instructions and any madifications to the instructions below will be announced at the test site prior to the
start of the Written Technical Knowledge Test.

Appeals may ONLY be completed at the test site immediately following the administration of the
Written Technical Knowledge Test. Specifically, the testing time will be a total of approximately
three hours. Immediately following the conclusion of the test, there will be an additional 30
minutes for completion of written appeals to test items. Once this timed 30-minute appeal period
has elapsed, no additional appeals will be accepted.

Candidates will be required to fill out a separate form for EACH item they wish to appeal. For each
appeal (and appeal form), candidates will be required to provide their name, ID number, the number of
the test item they are appealing, the answer(s) they believe should be keyed as correct, the rationale to
support their appeal, and any reference citation within the applicable knowledge source that supports
their appeal. Candidates should be as detailed as possible in their appeals to ensure full consideration
is given.

Evaluation:

All items on the closed-book test will be worth one point each so your raw score on the Written
Technical Knowledge Test will be the number of questions you answer correctly on the closed-book test.
For example, if a Detective candidate answers 82 out of 100 closed-book items correctly, the
candidate’s Written Technical Knowledge Test raw score will be 82 (out of a possible total of 100).



Preparation Strategies for the Written Technical Knowledge Test

Written technical knowledge (multiple-choice) tests are designed to test your knowledge of a particular
subject area. You can improve your performance on written technical knowledge tests in three different
ways. The first and most obvious way is to know and understand all of the relevant material that will be
covered on the test. The second is to know and understand the test situation so that you can avoid making
mistakes caused by a failure to understand the meaning of the test questions, the test format, or the test
procedures. Finally, you can try to gain an understanding of your own test-taking behavior. If you become
aware of the kinds of errors you commit on multiple-choice tests, you can try to avoid them in the future.

This portion of the guide provides suggestions for improving your performance in each of these areas:

l. How to Study: Understanding the material covered on the test

This section provides some strategies to assist you in preparing for the tests. A method for studying,
based on well-established learning principles, is included. Many of the suggestions are directed
toward enhancing your ability to recall information by requiring you to do more than simply read the
material. Some suggested strategies include: (a) surveying the material to be read in order to break
it down into reasonable study "chunks," (b) formulating questions to be answered after each section
has been read, and (c) reciting the main points of each section.

Il. General Multiple-Choice Test-Taking Strategies: Understanding the test situation

This section provides some strategies that you can apply when taking the tests. These strategies
are of relevance when taking any multiple-choice test. They include such suggestions as marking
questions in a way that will make them easier to understand and answering easier questions first.

M. Error Analysis: Understanding your own test-taking behavior

This section provides you with some information about common test-taking errors, as well as
strategies for avoiding such errors. You are encouraged to identify the kinds of errors you tend to
make when taking multiple-choice tests. In this way, you will be more aware of the tendency toward
these errors when you actually take the tests and can determine what steps you can take to avoid
these errors.




. How to Study:

The study strategies provided here should be helpful in preparing for multiple-choice tests. They can be
applied to any reference sources.

A. Focus Your Attention

You must focus your attention on the material you are studying if you expect to remember it. There are
three things that you can do to help you focus your attention on the material you read.

1. First, since you tend to pay closer attention to things that interest you than to things that don't, you
can try to make the material more meaningful or interesting. One way to do this is to apply it to
yourself. Try to think of examples of the material that can be tied to your work.

2. Next, eliminate distractions from your environment. These distractions compete for your attention
and affect your memory of the material that you are trying to study. It is difficult to pay attention to
several things at the same time. Instead, people usually switch back and forth, paying attention first
to one thing and then the other. Unfortunately, you will not remember any material that did not
receive attention. This means that listening to the radio while you are studying, or studying in a
noisy area, will leave gaps in your memory of the material you are trying to learn.

3. Finally, you should avoid trying to learn or memorize material when you are tired. Fatigue reduces
the amount of material that you can remember. This means that it might be better to get a good
night's sleep and study in the morning rather than staying up a few hours extra and sleeping late.
Surely, you must have noticed how your attention wanders if you go without sleep for long periods of
time.

B. A Method for Studying: SO3R

SQ3R stands for survey, question, read, recite and review. These five elements make up a set of study
habits that almost guarantee success.

SURVEY

"Survey" means to find the limits or borders of an area. Survey the material you have to study to get a
rough idea of the content and organization of the material before beginning in-depth study efforts.

To survey a body of information, scan it from start to finish. By skimming over the pages, you will get an
idea of what is to come. In most documents, this type of survey is made much easier through the use of
headings. Bold, large, or major headings introduce big or important elements; smaller headings introduce
sub areas of these important elements. Other helpful overviews of the material can be found in summaries
such as chapter summaries/conclusions, overviews, commentaries, statements of objectives, etc. By
looking over such summaries, you can get a quick view of the important parts or pieces of the material
covered.

Surveying the study material gives you an idea of how long it will take to cover the material. This will help
you to break the assignment down into reasonable time blocks. Material should be read in chunks of a
reasonable size. You should carve out a specific section that you will try to understand before moving on.
A chunk might be all of the material under a major heading. If the material under the heading runs for many
pages, you might want to reduce the material to be understood to each of the minor headings, taken one at
atime.



QUESTION

Most people need a reason to do things. In studying text material, a question becomes a reason. If you
have some questions to begin with, the material that you are reading will take on more life and be more
meaningful.

Before beginning each study session, look over the material you intend to cover. Develop some questions
that you expect to be answered in the material. There are several ways to develop these questions. One
way is to begin with the list of headings from the book chapter or document outline. Write a question for
each major and minor heading. Developing questions can provide a reason for reading the material and
can help the information become more meaningful to you.

READ

For most people, reading means the same thing as studying. When they say that they have studied
material, they often mean that they have read it through several times. Reading is important, but it will be
done more effectively when the survey and question steps have been completed.

The most effective way to pace yourself is to decide on the number of chunks that will be read and
understood in a given study session. You can use the guestions you developed through the previous step
as your definition of understanding. Once you can answer these questions, you can move on to the next
section. A good time to take breaks is between these sections, not in the middle of them. This might be a
way of rewarding yourself for successfully completing the reading of each section.

It's important to ensure that you understand the material you are reading. One way to do this is to look up
the definitions of all new and unfamiliar terms. You should make a list of the words and phrases that you
don't understand. If these terms are technical terms that you have not encountered before, the chances are
that the answer is somewhere in the chapter or document that you are reading. Have a notebook available
so that you can mark down each of these terms, leaving a space for their definition. The quicker you get to
know the meaning of all the terms, the more effective your studying will be. If the term or word is not
technical, but simply a large or uncommon word that you are not sure of, look it up in a dictionary. If you
feel it would be helpful, record the definitions of these non-technical terms in your notebook, as well. You
will find that this notebook of terms will be a big help in preparing for the closed book test. You might want
to use it to keep track of all important terms, even those you understand.

Another good way to make your reading time as useful as possible is to mark or underline the text while you
are reading. This will make you a more active participant in the studying process. In addition, it will help
you to focus on the major ideas and keep you from getting bogged down in details. Your underlining or
highlighting can also make it easier for you to review the material before the test by providing some hints
and associations that will aid in later recall.

In marking or underlining the text, you should actually go through the text and underline key words and
concepts that are important in understanding the material in the chunk you are reading. You might also
make notes to yourself right on the text page. If you choose to use the underlining and marking method,
here are a few guidelines:

1) Read the whole section before doing any underlining or marking.

2) Don't mark or underline too much. The value of the technique lies in highlighting only the most
important material.

3) Use ink if possible so that the underlining and notes do not disappear or become unclear in the

course of studying.

4) Use symbols as much as possible. For example, use ? as a symbol for questions you have; use * to
stand for a particularly important idea.



RECITE

Remember a time when you went to the store to buy several items? You didn't have time to write out a list,
SO you just repeated the items out loud several times on the way to the store. After several repetitions, you
had memorized the list. If you had paid attention to what was happening, you would have realized that the
act of reciting the list made the difference between remembering the list and forgetting it. This is just as true
of study material as it is of shopping lists.

Recitation does not have to be performed out loud, but it should be formal. Don't just look over the
information and say to yourself, "Now | know it." The point is that you should recite the information that you
know. This can be done in several ways. One popular method is to close the book or document and try to
repeat what you just have read, then check to see if you were correct. A second way is to answer questions
about the material you have read.

It's very helpful to recite with another individual. You can ask each other questions about portions of the
material, which will make you recite the material in a formal way. It's not even necessary to choose
someone who is familiar with the material. The person only has to be able to recognize that what you have
said is what is written in the document or in your notes.

In order to be most effective, recitation should take place quite soon after you've first learned or read the
material. This is important because the greatest amount of information is lost or forgotten within a short
period of time after it is first learned.

Don't try to recite too much information at once. Depending on the number of pages covered, this might be
all of the information in one major heading or even one subheading. A whole book chapter or document
section is usually too large a unit for recitation purposes.

REVIEW

When you have finished studying a block of material, such as a book chapter or document section, you
should review or reconsider what you have learned. This can be done through reciting or through
answering specific questions. The point is that you should go back over material once you think it has been
learned.

The second form of review is done just before beginning a new study session. In this form of review, you
are actually preparing yourself for new learning by strengthening old learning. This helps to ensure that any
old learning that is needed as a basis for new learning is correct and available.

The final form of review is done before a test. This review can be done quite effectively in a group with
other test takers. This cuts down on some of the drudgery of pre-test studying and also increases the
meaning of much of the information. That is, while you are taking the test, you can more easily remember
the information if you think back to who said what and how the review conversation went.
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In summary, the SQ3R method of study is based on sound learning principles and gives you a simple
formula to follow:

SURVEY skim the reading material and create manageable chunks to study

QUESTION develop a purpose for reading by asking questions that you expect to have answered
in the reading material

READ read and re-read the material until you understand it thoroughly

RECITE write down or talk about what you just learned to improve retention and integrate new
information into your knowledge base

REVIEW look over highlighted text and notes and integrate new information with old
information
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Il. General Multiple-Choice Test-Taking Strategies:

The purpose of the multiple-choice Written Technical Knowledge Test is to assess your knowledge of the
information contained in the reference sources included on the reading list. At times, factors other than your
knowledge of the tested material can influence your performance. The following suggestions should help
you to reduce these extraneous influences and do your best on the multiple-choice Written Technical
Knowledge Test:

Make sure you understand the test format and requirements.

Read, and/or listen to, all of the directions carefully.

Make sure you know how to correctly mark the answer sheet.

Make sure you know how much time you have to complete the Written Technical Knowledge Test.
As you take the test, check your watch periodically so that you can keep track of the amount of time

remaining in the testing period.

Make sure you understand the question.

Read each question carefully.

Try to answer the question before you look at the choices. If you know the answer, compare
it to the available choices and pick the closest alternative. A thorough knowledge of the
tested material will allow you to answer the questions without looking at the answer choices.

You will be allowed to write in your test booklet so you should mark the test questions and/or
scenarios in a way that makes them read more easily.

Use slash marks to break down sentences into small segments. This will make you more
attentive to each separate idea in a long sentence.

Circle key words that tell what a sentence or passage is all about. If you skip the question
and come back to it later, your markings can make it easier to remember what the question
was about, without reading the full question or passage again.

Find and underline words which "harden” or "soften" statements.

Words such as all, never, none and every harden a sentence by indicating there are no
exceptions. As a rule, alternatives with these words have less chance of being correct.

Words such as sometimes, may, generally and possibly soften a statement and leave more
room for the alternative to be correct.

AND means that one element of the alternative must be present or true in addition to another
element for the alternative to be correct.

OR means there is a choice of situations. Only one of the elements of the alternative must
be present or true for it to be a correct alternative.



Proceed through the questions strateqgically.

Answer questions that you perceive as easy first.

When you go through each question on the test, answer the questions you feel are easier
first and leave the ones you feel are more difficult until you've answered all of the questions
that you are sure of. This will prevent you from spending too much time on any one question
and ensure that you have the time to respond to, and receive credit for, every question that
you can answer correctly. If you are unsure of an answer, there are two strategies you can
use. You can leave the question blank. Make sure to mark the question as one you should
return to and skip the question on the answer sheet. A second strategy is to go with the first
answer that comes to mind. Mark this question and return to it later. Don't be afraid to
change this answer if, when you return to it, you realize you have misunderstood the
question. If, after returning and thinking about the question in more depth, you are still
unsure of the answer, stay with your first answer.

Tackle difficult questions methodically.

Don't get bogged down if there is a word or sentence you do not understand. You may get
the main idea without knowing the individual word or the individual sentence.

Use the process of elimination.

If you don't know the answer to a question, first eliminate those choices which are clearly
wrong. Then, put a mark next to each remaining choice in your test booklet to indicate what
you think about it (e.g., bad, good, or possible). This will save you time by reducing the
number of answers you have to reread and re-evaluate before making your final choice.

Take a mental break when needed.

If you feel that your ability to concentrate is decreasing at points during the test, take a brief
mental break. Put down your pencil and take a minute to clear your mind and relax. If you
are permitted to get a drink of water, do so. Of course, you must keep in mind the time limit
for the test but a brief mental break may well be worth the time it takes.

Answer every guestion.

You will not lose any more credit for an incorrect response than you will for no response, so
even if you must guess, respond to every question. If the test period is about to end and you
believe there will be a substantial number of questions (e.g., more than 5 or 10) that you will
not be able to complete, reserve some time (e.g., 60 seconds) toward the very end of the test
period to respond to these questions, even if you must guess. While your guesses may not
be correct, the alternative is to leave these questions blank and be assured of getting them
wrong.

Use extra time wisely.

If you finish the test before time is called, go back and review your responses. Make any changes
that are necessary. Also make sure that you have placed your answers on the answer sheet
correctly.

Remember, Test Monitors will be available to help every candidate. If you have any questions, ask
for assistance before the test begins.
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I1l. Error Analysis:

There are several possible reasons for choosing an incorrect response to a question. Six of these reasons
are presented below along with suggestions for avoiding such errors. Consider past tests that you have
taken and identify the errors (from among the six provided here) that tend to characterize your test-taking
behavior. Once you have identified the reasons for your errors, you can take steps to avoid repeating such
errors when answering questions on this and future tests.

Reasons for Choosing Incorrect Answers
Marking the wrong space on the answer sheet.

Since there are a limited number of questions on each test, careless errors such as these are costly.
Check yourself as you mark each answer choice on the answer sheet to ensure you are marking the
answer you have chosen. As an additional check, after you complete the test, go back over every
guestion and answer again.

Misreading a question or answer by overlooking a key word or phrase.

The solution to this problem is UNDERLINING. Underlining makes key words and phrases stand
out when choosing an answer. Once you have underlined the key words and phrases, check the
details of the possible answers with the details you underlined, one-by-one. If every detail doesn't
match, consider that answer suspect and try another, always keeping in mind you're looking for the
best possible answer.

Not knowing the meaning of one or more key terms.

This could be a problem in PREPARATION and/or VOCABULARY. In your study materials,
underline key terms and make sure you know what they mean. If an unfamiliar term is a technical
term, it most likely will be defined within the relevant document. If an unfamiliar term is not a
technical term, go to a dictionary and look it up. It is a good idea to build your own glossary of terms
and learn their meanings.

When taking the examinations, if you have difficulty with a term, reread the sentence to determine its
meaning without worrying about the meaning of a particular word. Try to understand the general
message of the sentence or paragraph. The meaning of the unfamiliar word should become clearer
once you understand the general context within which it has been placed.

Difficulty understanding complex or difficult questions.

Divide and conquer! Use slash marks to break up the material into small segments, then
concentrate on one segment at a time. When you do go back to difficult questions, first read the
possible answers before reading the question. This tells you what to concentrate on while reading
the question. Concentrate on the parts of the question directly related to the possible answers even
if you do not understand the entire question. You may not need to understand the entire question to
find the correct answer. Also, focus on the topic sentences which are usually the first and last
sentences of a question. Read the difficult questions twice. The first time, read for the general
meaning and do not get bogged down by individual words or phrases you do not understand. The
second time, read for more precise understanding. The first reading will provide the context so that
the second reading is easier.
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Difficulty comparing combinations of information.

This is a problem of re-arranging information in the correct way so that it makes sense. Underline
critical pieces of information in the test question and then compare the information with the possible
answers, point-by-point. Also, concentrate on eliminating wrong answers first.

The alternative you chose looked correct.

Several factors can cause you to fall for incorrect alternatives:

a)

b)

An incorrect alternative may contain an exact phrase from the relevant material (i.e., from the
test scenario or question itself or the study material).

An incorrect alternative may contain a phrase or sentence that is used out of context. For
example, an idea which is expressed but then rejected in the relevant material may be
presented as an idea that was supported.

An incorrect alternative may overstate what the relevant material has stated. For example, if
the relevant material says, "Some incidents...," the incorrect alternative may say, "All
incidents...."

Some strategies for avoiding the tendency to fall for incorrect alternatives include:

a)

b)

c)

d)

Have an answer in mind before you look over the alternatives. This will make you less
susceptible to choosing an incorrect alternative merely because it looks good.

Use the method of marking each alternative in your test booklet to indicate what you think
about it (e.g., bad, good, or possible) before choosing one.

Stick strictly to the facts or rules of the relevant material. Don't fall for alternatives that
stretch or exaggerate the facts or rules described in the relevant material. This is the time to
watch out for words that harden or soften a phrase such as only, never, always, etc.

Be wary of alternatives with words or phrases taken exactly from the relevant material. Don't
simply assume that such alternatives are correct.

Prepare a defense for your answer choice. Find something in the relevant material which will
give a strong, direct defense for your choice.

12



Sample Closed-Book Test Items

Some samples of test items are provided on the following pages to give you an idea of what to expect on
the multiple-choice, Written Technical Knowledge Test. The closed-book test item examples are drawn
from reference documents representing a cross-section of police departments and are NOT based
on the current sources or job description of Milwaukee Police Detectives. Nevertheless, these items
are similar in format and content to the types of items that will appear on the upcoming MPD Detective
Written Technical Knowledge Test.

Sample Closed-Book Test ltems

These sample items are designed to provide you with an idea of the basic format and content of the
Written Technical Knowledge Test items. Once again, these items were drawn from documents
pertaining to a variety of departments; they do not come from current sources identified on the
Detective Reading List. Therefore, these items may not be consistent with the documents relevant
to your particular agency. These items will not be used on the upcoming test and are only meant to
demonstrate what the actual test items will look like.

The sample items are followed by an answer key.

I. Sample Closed-Book Test Iltems

1. Officers may resort to the lawful use of firearms when they reasonably believe that it is necessary to:

A.
B.
C.

D.

defend themselves against physical force.

defend a third person against physical force.

prevent the escape from custody of a person attempting to escape by the use of a deadly
weapon.

prevent the escape from custody of a person who has committed a felony, whether or not it
involved the use of a deadly weapon.

2. It is important to understand that canine teams are valuable in assisting with:

oow»

controlling crowds.

searching for narcotics.

searching for suspicious packages.
tracking suspects.

3. A person who causes another’s death as a proximate result of attempting to commit a misdemeanor
is guilty of:

oow»

Negligent Homicide, a misdemeanor of the first degree.

Involuntary Manslaughter, an aggravated felony of the first degree.
Involuntary Manslaughter, an aggravated felony of the third degree.
Voluntary Manslaughter, an aggravated felony of the first degree.
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4. When weighing the issues of probable cause in domestic violence incidents, officers should keep in
mind that:

A.

the standards for determining probable cause in these cases are more stringent than in other
criminal actions.

B. in the absence of contradictory evidence, the victim’s willingness to sign a complaint constitutes
probable cause for an arrest.
C. in cases of marital co-ownership, charges can be placed solely for property destruction only
when damage to the victim’s property exceeds 500 Dollars.
D. in cases of mutual combat in which one cannot determine the primary aggressor, it is preferable
not to charge either party than to charge both.
5. If after a suspect in custody has been given Miranda Warnings, the suspect elects to remain silent

and does not wish to consult with an attorney, officers may:

A. only re-approach the suspect if the suspect initiates further communication.
B. re-approach the suspect after waiting a reasonable period of time and re-advising the suspect of
his/her Miranda Warnings.
C. not initiate any further contact with the suspect.
D. not initiate any further contact with the suspect until the suspect has had an opportunity to confer
with an attorney.
6. An officer uses Oleoresin Capsicum (OC) spray to control a subject who is resisting arrest in a

carjacking incident. Once the subject has been controlled and properly handcuffed, the most
appropriate action the officer should take to help the subject recover would be to:

oowp

A
A.
B.
C
D

transport the subject to a hospital emergency room.

permit the subject to flush his or her face with water, keeping his or her eyes closed at all times.
move the subject from the place of exposure to a location where direct sunlight is available.
move the subject from the place of exposure to fresh air and out of direct sunlight.

person is guilty of Aggravated Robbery when, in the course of committing a theft, the person:

uses force against another.
threatens the immediate use of force against another.

. threatens the immediate use of force against a juvenile victim.
. attempts to inflict serious physical harm on an adult victim.

Il. Suggested Responses to Sample Closed-Book Test ltems

Remember, because they are based on sources from multiple jurisdictions, the following correct responses
to the example items do not necessarily reflect the MPD documents, policies and procedures.

Sample Closed Book Test Items:

NoOUAWNE
OOWWOHoO
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CONCLUSION

This is the end of the Candidate Preparation Guide for the Written Technical Knowledge
Test. We hope that this Guide gives you a better picture of what to expect in this
component of the examination process (including the logistics and evaluation procedures),
and provides you with some suggestions for preparation. The suggestions provided here
are not exhaustive; we encourage you to engage in additional preparation strategies that
you believe will enhance your chances of performing effectively on the test.

BEST OF LUCK!
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INTRODUCTION

Congratulations on completing the first component of the 2015 Lieutenant Promotion Examination Process, the
Lieutenant Written Technical Knowledge Test! Next, you will participate in the Oral Board Examination and
Career Review Board. More detailed information regarding the final test components is presented within this
Preparation Guide.

As indicated previously in the Candidate Preparation Guide for the Written Technical Knowledge Test,
candidates will participate in a promotion process consisting of three test components and seniority points. Each
component of the process will be weighted as follows:

Lieutenant Test
Test Component Weights

Component 1: Written Technical Knowledge Test (Closed and

25%
Open-Book)
Component 2: Oral Board Examination (consists of 2 exercises) 35%
Component 3: Career Review Board 35%
Seniority Points 5%

The examinations have been designed on the basis of information obtained from a job analysis conducted with
incumbent Lieutenants in the Milwaukee Police Department (MPD). The job analysis provided descriptions of the
duties performed by incumbents and identified the knowledge and competencies (abilities and personal
characteristics) required to perform these duties effectively. The separation of the examination into multiple
components is intended to more closely mirror the actual requirements of the job. All candidates who have
participated in the Written Technical Knowledge Test are eligible to participate in the Oral Board Examination
and Career Review Board. Candidates must complete all components of the promotion examination to remain
eligible in the promotion process.

This Guide is being distributed to assist candidates in preparing for the Oral Board Examination and Career Review
Board. We are providing this information in recognition of the fact that a considerable amount of the concern
associated with participation in examinations is related to the novelty of the procedures that candidates encounter.

This Guide is divided into three sections to cover general exam information and information related to each of the
remaining two test components — the Oral Board Examination and the Career Review Board. Each of these sections
provides information about:

* test content;
* administrative logistics; and
* evaluation methods.

The sections covering the Oral Board Examination and Career Review Board also include suggested preparation
strategies and sample exercises (scenarios and questions).

From the information presented in this Guide, candidates should get a good feel for the testing situations, the types of
scenarios and questions they will encounter and some steps they can take to prepare.

We encourage candidates to review this Guide carefully and to take advantage of any and all opportunities to prepare
for the Oral Board Examination and Career Review Board.

GOOD LUCK!

NOTE: In this Guide, an effort has been made to provide as much information as is available at this time about the
intended format, content, logistics, and evaluation methods of the Oral Board Examination and Career Review Board.
However, it is possible that minor alterations may be made in the examination procedures between the time this Guide
is distributed and the examination administration. We will work with the Milwaukee Fire and Police Commission (FPC)
to provide you with any updates that may be required.
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GENERAL EXAMINATION INFORMATION

A. Date, Time, and Location: The Oral Board Examination and Career Review Board will be
administered from June 1 through June 5 at the Community High School — 3™ Floor. Candidates will
be individually notified via email regarding the date and time they should report to the test site to
participate in the Oral Board Examination and Career Review Board.

B. General Administrative Logistics: Candidates should ensure that they arrive at the test site on
the correct day and time as indicated in the e-mail the Fire and Police Commission will send to each
individual candidate. Upon arrival, each candidate will check in and receive some general
instructions. After check-in is complete, candidates will be given a detailed written description of
each exercise and will prepare their responses in a special preparation area where they will not be
observed by the assessors.

Candidates may bring only the following materials into the preparation area and assessor
boardrooms:

= Any materials provided and prepared at the test site (i.e., candidate instructions, exercise
scenarios, notes taken during the preparation period)

= Personal copy of the Fact Sheet

= Any Oral Résumé Presentation notes prepared in advance of reporting to the test site

Any violation of these guidelines may be cause for disqualification from eligibility for promotion.

Candidates will be permitted to take notes on the exercise materials or on notepaper provided during
the preparation period and may use these notes while participating in the actual exercises.
Candidates will also be permitted to take notes during each exercise. Candidates should be aware,
however, that any notes prepared or used during the exercises will not be considered by the
assessors when making their evaluations. Nevertheless, any notes pertaining to the exercises will
be collected and secured following each candidate's participation to ensure those notes cannot be
made available to candidates who have not yet participated in the Oral Board Examination and
Career Review Board. This includes collecting and securing any notes related to the Career Review
Board, including any Oral Résumé Presentation notes and Fact Sheet.
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Candidates will have 35 minutes to prepare for the two Oral Board Exercises. Candidates will be
provided with a detailed written description of both Oral Board Exercises during the 35-minute
preparation period. Candidates will have access to the Subordinate Performance Exercise for the
entire preparation period. In contrast, the Incident Command Exercise will be given to candidates
with 10 minutes remaining in the 35-minute preparation period. Candidates will need to prepare a
specific response to each of these exercises during the preparation period, based on the
documentation provided.

After the preparation period has concluded, candidates are likely to participate in the exercises in the
following order:

1) Incident Command Exercise,
2) Subordinate Performance Exercise, and
3) Career Review Board.

Notification will be provided if the order of participation in the exercises changes.

After completion of the Incident Command Exercise, candidates will be given a brief break of
approximately five (5) minutes to use the restroom, get a drink of water, and/or conduct any final
preparation for the Subordinate Performance Exercise. After completion of the Subordinate
Performance Exercise, candidates will be given another break, prior to participating in the Career
Review Board, of approximately five (5) minutes for the same purpose. After the 5-minute break,
candidates will enter the Career Review Board room to complete the Career Review Board Exercise.
Assessors will have reviewed each candidate’s Fact Sheet before the candidate enters the assessor
board room. Once candidates have completed the Career Review Board, they will be directed to a
check out area where they will check out and then be free to leave.

While participating in the exercises, the administrator and assessors will provide instructions and
answer any procedural questions that may be raised before each exercise begins. Candidates will
be told when (and how) to begin each exercise; they will be told to stop ONLY if (and when) they
reach the time limit for responding. Otherwise, it will be the responsibility of each candidate to work
within the specified time frame and to indicate when his or her response is complete. Candidates
may bring authorized timekeeping devices (i.e., stopwatch, timer) into each exercise to keep
track of time. Candidates will NOT be permitted to use a cell phone or any other electronic
communication device to keep track of time.

Once each exercise begins, no interaction will occur with assessors other than that which is required
as part of each exercise. Specifically, during the Incident Command Exercise, assessors will not
comment except to present the candidate with an Incident update to which the candidate will be
asked to respond. In addition, during the Subordinate Performance Exercise, only the designated
role-player(s) will interact with each candidate. Candidates will be permitted to make comments and
ask questions of the role-player(s). Likewise, the role-player(s) will make comments and respond to
guestions raised by the candidate. Again, no communication will occur with the non role-playing
assessor(s) during this exercise. Finally, during the Career Review Board, assessors will not
comment except to ask any follow-up and/or standardized questions to which the candidate will be
asked to respond.
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C.

Evaluation: Candidates will be evaluated on a different series of assessment competencies for
each component of the examination. Assessors will rate candidates on each set of competencies
using a 9-point scale where 9 is high and 1 is low. After completing their ratings, assessors will
jointly prepare feedback to describe the areas of strength and needed improvement displayed by the
candidate in that exercise. For each Oral Board Exercise and the Career Review Board, the three
assessors will jointly complete feedback through consensus discussion. No ratings will be modified
once the feedback discussion begins.

Scoring: To derive candidates’ Overall Promotion scores, the scores from the Written Technical
Knowledge Test, Oral Board Exercises, Career Review Board and points given from the Seniority
Point system will be standardized, weighted by their assigned weights, and added together.
Standardization is used when the elements of a promotion process are of different lengths (i.e., have
a different number of questions/points), have different average scores/points, and/or have
differences in standard deviations (i.e., the spread or range of scores/points). By standardizing the
scores/points, the elements of the promotion process are placed onto the same measurement scale
so that they can be added together and assigned weights as intended. This is accomplished by
looking at how far a particular value (i.e., test score/seniority points) deviates from the average value
for that promotion process element (either above or below) and dividing by the standard deviation for
that element. Although this sounds complicated, it is a procedure that is used quite frequently and is
well accepted in the testing field. Tests such as the SAT use a type of standardized score.

Seniority Points

Seniority points will be given to each candidate for actual service from the date of appointment as a Police
Officer up to a maximum of 15 years. Each applicant will be eligible for a maximum of 30 points.

The following chart presents the number of seniority points associated with specific completed years of
service as of 2/25/2015:

Completed_ Years Seniority Points
of Service

as of 2/25/2015 peryear
1 2.5
2 25
3 2.5
4 2.5
5 2.5
6 2
7 2
8 2
9 2
10 2
11 1.5
12 1.5
13 1.5
14 1.5
15 1.5
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E. Feedback to Candidates: Candidates will be provided with a report describing their performance
on the Written Technical Knowledge Test, Oral Board Examination, and Career Review Board after
the eligibility lists are delivered. In addition to their scores on each component of the promotion
examination process, candidates will receive feedback regarding the strengths and areas of needed
improvement displayed during the Oral Board Examination and Career Review Board. Candidates
will also receive some developmental recommendations based on the framework of competencies
assessed during the Oral Board Examination.

The Sections that follow cover the unique aspects of the Oral Board Examination and Career Review
Board in more detail. For each of the two examination components, more specific information
regarding the content, logistics, evaluation, and suggested preparation strategies is presented. In
addition, illustrative samples of scenarios and questions are presented along with some suggested
responses.
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ORAL BOARD EXAMINATION
I. Description of Oral Board Examination

A. Content: Candidates will be presented with two exercises designed to elicit behaviors pertaining to
the competency areas outlined in this Guide. Since the Oral Board Examination will be conducted
over several days, parallel or alternate forms of each exercise will be used. While every version of
each exercise will involve the same type of problem situation, the specific details of the situation will
vary across the different versions.

Candidates will be given 35 minutes to review materials and prepare their responses to the two
exercises. Candidates will then be given 15 minutes to orally present each exercise response to a
board of three assessors. A different board of assessors will be assigned to observe and evaluate
each of the two exercises. After the completion of the preparation time and between exercises,
candidates will be given a brief break to proceed to each assessor boardroom and get ready for the
upcoming exercise.

Candidates' oral responses will be rated with respect to the competencies that the exercise is
designed to reflect. Any problem situation presented to candidates will specify the form in which
candidates are to respond.

A brief explanation of each type of Oral Board Exercise is presented below. The order in which the
exercises are listed is likely to be the order of participation during the Oral Board Examination.
Notification will be provided if any changes are made in exercise order. In both cases, candidates
will be instructed to assume the role of a newly promoted Lieutenant.

1. Incident Command: This exercise will simulate the kinds of activities involved in responding to,
and taking command of, an incident scene. This exercise is designed to be a formal
presentation, not an interactive role-play. The exercise will start with an initial description of the
incident which you will NOT receive until 10 minutes prior to the conclusion of the 35-minute
preparation period. You will be given a maximum of 7 minutes within which to provide your
response to the initial incident description. Once you have completed your response to the initial
incident description or 7 minutes have passed -- whichever comes first, you will be presented
with an update that may affect your assessment of the incident. You will then have the
remaining exercise time to read, think about, and respond to this update. Your response to the
initial incident description and update must be completed within the 15 minutes allotted for this
exercise. Candidates will be given some general parameters within which to frame their
responses. A flipchart and podium may be available for candidates' optional use during this
exercise. Parallel or alternate versions of this exercise will be used during the Oral Board testing
period.

2. Subordinate Performance: This exercise requires candidates to conduct a face-to-face
meeting with one or more individuals regarding subordinate performance problems and/or
disciplinary issues. For this exercise, one or more Oral Board assessors will play a specific role
(e.g., subordinate, peer, superior) and interact with the candidate in a relatively informal manner.
This exercise is designed to be an interactive role-play, not a formal presentation. Candidates
will have 15 minutes to conduct this exercise. As with the Incident Command Exercise, parallel
or alternate versions of this exercise also will be used.
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B. Administrative Logistics: Candidates will be provided with all of the materials they need to
prepare for and conduct each Oral Board Exercise when they report to the test site. The ONLY
documents that candidates MAY bring with them to the test site are related to the Career
Review Board and are described in the section of this Guide devoted to that examination
component. Candidates will NOT be permitted to bring any other materials to the test site.

Furthermore, no electronic communication equipment will be allowed at the test site, including
pagers, tablets, cell phones, laptops, etc.

Any critical reference documents pertaining to the Oral Board Exercises will be made available to
candidates at the test site but ONLY in the preparation room. However, candidates should keep in
mind that the Oral Board simulation exercises are designed to allow for the assessment of
competencies underlying effective job performance and that technical knowledge is NOT the primary
focus. Therefore, candidates must balance any time spent with any reference documents that are
made available during the preparation period with the time needed to prepare for the exercises to
the best of their ability. Since the exercises will involve an incident situation and subordinate
performance issues, candidates are advised to review any critical reference materials related to
incident operations and dealing with performance problems prior to reporting to the test site, so that
more time can be devoted to thinking about and preparing a response to each Oral Board Exercise
during the preparation period.

For the Incident Command and Subordinate Performance Exercises, candidates may only bring
materials provided and prepared at the test site (i.e., exercise scenario, notes taken during the
preparation period) into the assessor board rooms. The reference documents may only be used
while in the preparation room and must remain in that room at all times. Candidates' materials
will be inspected at the test site, prior to entering the preparation area and assessor board rooms, to
ensure that any materials brought into these rooms conform to these guidelines. Any violation of
these guidelines may be cause for disqualification from the promotion process.

Please note that there are separate guidelines related to the Career Review Board materials
allowed. These guidelines are found starting on page 30, General Description of Career
Review Board.

C. Evaluation: Three-member assessor panels will be trained by EB Jacobs to evaluate candidate
performance in each Oral Board Exercise. The three Oral Board assessors may be a combination
of sworn officers from agencies outside the Milwaukee Police Department as well as sworn officers
from within the Milwaukee Police Department. Oral Board assessors will participate in extensive
training. During this training session, external assessors will become familiar with the job duties and
responsibilities of MPD Lieutenants. All assessors will review the exercises and be trained to
observe, record, and evaluate candidate behaviors with respect to the assessment competencies.
Finally, assessors will practice evaluating candidate behavior by participating in "mock" Oral Board
assessment exercises.
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D. Assessment Competencies/Dimensions: The Oral Board exercises are designed to assess
competencies found to be critical to effective job performance in the context of typical situations
encountered by MPD Lieutenants. Based on our assessment of the MPD Lieutenant position, the
following critical competencies will be assessed during the Oral Board Examination:

1. Oral Communication: This dimension involves speaking fluently by expressing ideas and opinions
in a clear, concise, and organized manner. This dimension also involves the ability to promote
and/or defend ideas by providing supporting information and presenting thoughts in a convincing
and logical manner.

2. Interpersonal Interactions: This dimension involves establishing constructive working relationships
with others. This includes demonstrating consideration and respect for others’ feelings, needs,
views, and contributions while maintaining the necessary balance to ensure that objectives continue
to be met. This also includes the ability to foster a cooperative team environment,
negotiate/reconcile conflict among others, and provide guidance and development opportunities to
facilitate performance improvement.

3. Analyzing and Deciding: This dimension involves selecting an appropriate and timely course of
action by seeking out and analyzing information from various sources, evaluating the importance
and relevance of information, and considering alternative approaches and their implications, both in
routine situations as well as unusual situations where more traditional solutions may not apply.

4. Managing Activities: This dimension involves establishing goals, planning activities, and identifying
and directing resources in an efficient and effective manner in order to achieve objectives. This
includes developing strategies for accomplishing goals that include contingencies for anticipated
obstacles, allocating authority and responsibility based on personnel capabilities and priorities, clearly
explaining assigned tasks and performance expectations, and monitoring/measuring progress toward
goals.

The matrix below identifies which competency areas will be evaluated in each Oral Board Exercise.

EXERCISES
Competencies Incident Subordinate Oral Board
P Command Performance Average

Oral Communication X X X
Interpersonal Interactions N/A* X X
Analyzing and Deciding X X X
Managing Activities X X X
*Interpersonal Interactions will
NOT be assessed in the Oralelol?[:glard
Incident Command Exercise.

A total score will be derived for the Oral Board Examination by computing average competency
scores across the two Oral Board Exercises and adding those average competency scores together.
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ll. Oral Board Preparation Strategies

A. General Oral Board Test-Taking Suggestions:

The purpose of the Oral Board is to evaluate the assessment competencies required to perform certain
work-related tasks. Because we want to evaluate these competencies as directly as possible, without
having inexperience with tests of this format interfere, we are offering the following general test-taking
suggestions.

Skim through all exercise materials at least once before starting to prepare your response.

You should carefully read through the instructions and exercise materials before starting to prepare your
response. If you don't, you may respond based on partial information.

Underline or make notes about the materials that you receive.

You will receive information concerning the scenario or problem. You should underline the issues that you
think are important so that you can address them during the exercise.

Allocate your time wisely.

You will need to plan out how much time you want to spend on each area of your presentation, or on the
issues that you want to discuss and resolve. You should keep track of the time so that you can cover all of
the areas you intended to cover. You should wear a watch or have an authorized time keeping device to
keep track of your time. The assessors will only tell you when to start and stop (if you reach the time limit);
they will not tell you how much time you have left.

Keep calm if you do not know how to approach a problem or situation.

Address those aspects of the situation with which you feel comfortable first, then ease into other areas.
You may think of additional questions to ask or comments to make as the situation progresses.

Use extra time wisely.

You may want to use the extra time to go back and clarify any responses that you think may not have been
clearly stated, or to summarize the key points addressed.

B. Competency-Specific Oral Board Preparation Strategies:

This section is organized around the four competency areas that will provide the framework for the
observation, recording, and evaluation of your performance during each Oral Board exercise. For each
area, we identify the behaviors or elements that provide the focus for evaluations and describe how you can
incorporate these elements into your response. An example of relevance to a prototypical Oral Board
exercise also is provided to help you better understand how each area and its elements pertains to the
exercise. Finally, for each area, we provide a list of self-inventory questions that you can ask to assess your
past behavior/performance on the job, and to help you prepare for the Oral Board Examination.

Again, technical knowledge of procedures, policies, rules and regulations will not be emphasized in this
examination. Primary focus will be placed on the competency areas to be assessed. However, keep in
mind that the competencies involve such things as analyzing information, considering alternative
approaches and their implications, identifying and directing resources, and monitoring and measuring
progress toward objectives. When these competencies are applied to resolve a situation or problem, it is
with a basic foundation and understanding of applicable policies and technical procedures. Nevertheless,
the majority of your preparation efforts should be directed toward the kinds of preparation strategies
described here.

MPD LT Promotion Examination — Candidate Preparation Guide Page 10



1. ORAL COMMUNICATION:

a) Definition: This dimension involves speaking fluently by expressing ideas and opinions in a clear,
concise, and organized manner. This dimension also involves the ability to promote and/or defend
ideas by providing supporting information and presenting thoughts in a convincing and logical
manner.

b) Elements of Definition: The definition of Oral Communication can be broken down into two
general areas: 1) Message Content and 2) Message Delivery.

The elements of each area are presented below.

MESSAGE CONTENT: Clearly conveying your ideas is critical to effective communication. Factors
that can impact your effectiveness in this general area include:

e how you organize information,

e the level of detail you include,

e the conciseness of your message, and

e the use of language that is consistent with and appropriate for your intended audience.

MESSAGE DELIVERY: Communication can be further enhanced with effective delivery
mechanisms including:

® persuasive communication, and
e delivery techniques.

c) Response Strategies for Elements: Response strategies pertaining to each general area and
element of this dimension are presented below in conceptual order.

a; MESSAGE CONTENT: ‘=<_
RESPONSE ORGANIZATION

When communicating to others, it is more likely that your thoughts and ideas will come across
clearly if you take the time to organize your thoughts in advance. As part of your Oral Board
preparation period, you will be given access to the exercise materials and blank paper to generate
notes. During this time you should create an outline of the topics you plan to address during your
response to the exercise. The use of an outline will allow you to develop a clear strategy for your
response. When creating an outline, it is not necessary that you identify every detail that you will
convey. You should, however, include enough detail so that you are able to cover all critical
elements in your response.

To practice generating outlines, assume that you supervise a subordinate who has been the subject
of several complaints from civilians or internal members. In responding to this performance
problem, you might generate a broad outline consisting of headings such as:

1. Discuss the incidents which led to the complaints.
2. Determine the reason for the complaints.
3. Take steps to prevent future complaints.
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A more specific set of subheadings could then be generated for each of these topics. For example,
"Discuss the incidents which led to the complaints" could be broken down as follows:

1. Discuss the incidents which led to the complaints.

a) Review the facts of each incident.

b) Discuss how the subordinate handled each incident.

c) Discuss what the subordinate did correctly.

d) Discuss what the subordinate should have done differently.

e) Identify your expectations for the subordinate.

f) ldentify the consequences if the subordinate fails to show improvement.

You could break these subheadings down still further until you have developed an outline that you
feel comfortable using to guide your response.

a; MESSAGE CONTENT: ‘=<_
LEVEL OF DETAIL

During your response, you will need to provide sufficient detail to support your rationale for the
actions proposed. Sharing the thought process and rationale behind the proposed actions will help
convey the necessary detail. Remember once you leave the assessment room, you will not be
given an opportunity to provide any clarification to the assessors so you should be sure to provide
sufficient detail while in the assessment room, keeping in mind the time limit for responding.

ﬁ> MESSAGE CONTENT: ‘=<—
CONCISENESS

Wordiness and/or repetition of the same information at different points in your response can obscure
the key points you would like to convey and waste valuable response time. You should present your
response in a concise manner and avoid restating the same information. The outline described
above can be used to increase the likelihood that you are providing unique information at different
points throughout your response.

The exception to the above suggestion is when repetition is used to restate critical information
during an overview or summary, or to provide increased emphasis. You can determine whether a
summary is necessary or possible depending on various factors such as the time remaining in the
exercise, unique information that is left to be covered, etc. Developing a summary in advance
during the preparation period will ensure that you have the option to present a summary if you
choose.

EL> MESSAGE CONTENT: ‘=<—
APPROPRIATENESS FOR INTENDED AUDIENCE

Lastly, you should be careful to present your response in a manner that is appropriate for the
intended audience. You should avoid being overly formal or informal (e.g., use of jargon). Although
assessors will have experience in law enforcement, it is not safe to assume that they will be familiar
with all the intricacies of your agency. For example, agencies often use different terms or acronyms
to describe the same resource. To be safe, use the full name of any resources mentioned rather
than acronyms when providing your response. In addition, you should clarify any suggestions that
may reflect policies or procedures that are unique to your agency.

The sections above addressed factors contributing to the effectiveness of your message content.
The remaining sections will focus on factors contributing to effective message delivery.
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—5> MESSAGE DELIVERY: g<—
PERSUASIVE COMMUNICATION

Persuasive communication involves convincing others to believe as you do, or to behave as you
would like. This is a critical aspect of communication for a supervisor since supervisors rely on
others to accomplish goals and objectives. Your effectiveness in this area can be impacted by your
ability to “sell” your ideas to your audience. You will need to identify the needs of your audience so
that you can present your ideas in a manner that illustrates the benefits that will be shared by you
and your audience, if they believe or behave as you would like. For instance, you may be faced with
a conflict between two members of your work unit. When discussing the benefits of resolving the
conflict, you should emphasize the importance of cooperation within the work unit to safety in the
field; you can add further emphasis by describing past experiences in which members provided
assistance to one another to reduce safety risks. Keep in mind that you are still responsible for
clarifying the actual steps the members should take to resolve the conflict. These behaviors will be
addressed in the response strategies section for the competency of Managing Activities.

Q; MESSAGE DELIVERY: e<—
DELIVERY TECHNIQUES

When relaying your response, you should speak at an appropriate volume so that all assessors can
clearly hear you. In addition, present your response at an appropriate pace; neither rushing it nor
drawing it out. Although you may use the full time allotted, it is not required in order to perform well,
as the time taken to respond will not be evaluated in isolation. The critical factor is what you do in
the time you use. Some candidates may be able to finish each exercise and do very well with time
left to spare, while others may use the full response period and yet not perform well.

Awkward or distracting mannerisms or actions such as pacing, fidgeting with papers or pens/pencils,
avoiding eye contact, repeated use of “uh” or “um,” and long pauses can distract the assessors from
your key points. These factors compete for assessors’ attention, and as a result, can detract from
the effectiveness of your responses. Making periodic eye contact can help to engage your audience
and can also be used to check that your message is being clearly conveyed.

d) Application of Response Strategies: “The Description of Oral Board Examination” section of this
Preparation Guide contains a description of the content of each exercise. Think about the job duties
of the position for which you are testing. How do the Oral Board exercises relate to the job duties?
Consider examples of relevance to these exercises from your own job experience or based on
observations of your superiors. When considering examples from your job experience, consider the
elements addressed above and ask yourself the following:

When evaluating the content of your response, you should consider whether you:

a) spoke clearly.

b) provided information in a logical sequence.

c) provided sufficient detail.

d) used simple, precise words.

e) effectively restated information or summarized to reinforce your message.
f) presented information in a manner that is appropriate for your audience.

With respect to how you delivered your response, you should consider whether you:

a) used examples or techniques to persuade your audience.

b) spoke at an appropriate volume.

c) spoke at an appropriate pace (neither rushing nor drawing out your response).
d) avoided displaying distracting mannerisms.

e) displayed appropriate/sufficient eye contact.
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2. INTERPERSONAL INTERACTIONS:

a) Definition: This dimension involves establishing constructive working relationships with others. This
includes demonstrating consideration and respect for others’ feelings, needs, views, and
contributions while maintaining the necessary balance to ensure that objectives continue to be met.
This also includes the ability to foster a cooperative team environment, negotiate/reconcile conflict
among others, and provide guidance and development opportunities to facilitate performance

improvement.

b) Elements of Definition: The definition of Interpersonal Interactions can be broken down into the
following elements:
= Developing/Maintaining Constructive Relationships
= Considering Others’ Needs/Viewpoints
» Fostering Teamwork/Mediating Conflicts
= Facilitating Performance Improvement

c) Response Strategies for Elements: Response strategies pertaining to each element of this
dimension are presented below in conceptual order.

—S> DEVELOPING/MAINTAINING CONSTRUCTIVE WORKING e<—
RELATIONSHIPS

Developing constructive working relationships is critical to your success as a supervisor because
you rely on others to assist in achieving your goals. The examination components may include
opportunities to establish constructive working relationships with subordinates, peers, supervisors,
or non-department members, such as community groups or civilians. In most instances these
individuals will be experiencing some type of problem. For example, you may be asked to correct
subordinate performance deficiencies or assist a community group in dealing with an increase in
crimes in their neighborhood. Your response to these types of issues should focus on what you can
do to help others deal with the problems they face. For instance, when dealing with a subordinate
displaying performance deficiencies, you could meet with the subordinate to determine why the
subordinate is having performance problems. During this meeting, you should allow the subordinate
to explain his/her actions so that you may gain the insight needed to develop a targeted and
appropriate performance improvement plan.

B>  CONSIDERING OTHERS' NEEDS/VIEWPOINTS <& ol

It is also important that you demonstrate sensitivity and concern for others’ feelings and opinions
when helping them deal with problems. An increase in crimes in a neighborhood can significantly
impact residents’ perceptions of the safety of their neighborhood so your comments and demeanor
should demonstrate that you recognize and understand their fears and concerns. Similarly, when
dealing with subordinate performance problems, you can demonstrate concern for the subordinate
by providing balanced feedback rather than focusing only on negative performance. To the extent
possible, your feedback should include both positive and negative examples of performance.

When you make decisions, it is important that you consult with others who may be affected to
ensure you fully address the situation. Other individuals may have unique information and/or
insights into problems; involving them in the problem solving process will demonstrate your concern
for their feelings and opinions, and increase their commitment to the decisions ultimately made.
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When seeking input from others, it is possible that you may not agree with their perspectives. You
should, however, voice your disagreement in a tactful and respectful manner. For example, a
subordinate who is displaying performance problems may give excuses to explain the poor
performance that you believe are not valid. In this instance, arguing with the subordinate about the
cause of the performance problems will not increase the likelihood that you will achieve your overall
goal of improving performance. Instead, you could focus on getting the subordinate to at least agree
that there is indeed a problem with his/her performance, even if you cannot agree about the cause of
the problem.

In addition to seeking input from others, you should also consider how your actions (or inaction)
affect others. Any action you take as a supervisor does not occur in isolation. For instance if you
ignore the performance problems of your subordinate, the problems displayed by the subordinate
will continue to negatively impact others, potentially contributing to morale problems and conflict
among members of your work unit. On the other hand, actions taken to correct the subordinate
performance problems will likely have a positive impact on the subordinate displaying the
performance problems and those with whom the subordinate works.

Finally, when making decisions, it is important that you keep appropriate individuals informed and
provide reqular updates. Appropriate individuals can include supervisors, peers, subordinates, or
anyone impacted by the problem you are facing. If a subordinate’s performance has impacted other
members of the work unit, it may be appropriate to inform your supervisor of the subordinate’s
performance problems, relay your plans to correct the issues, and provide any relevant updates in
the future concerning the subordinate’s progress. Similarly, keeping crime victims informed of
relevant information and updates is a good way to demonstrate concern for their feelings.

ﬁ) FOSTERING TEAMWORK/MEDIATING CONFLICTS <E

The effectiveness of the work unit will be maximized to the extent that members feel they are part of
a unified team working cooperatively toward a common goal. The supervisor can play a critical role
by inspiring and motivating members toward a common purpose. Focusing the group on shared
goals and objectives will make minor disagreements among members seem less important and will
contribute to the overall effectiveness of the work unit.

There will be times when disagreements among subordinates escalate to the point that they affect
the work unit’s effectiveness and safety, and it becomes necessary for a supervisor to intervene.
Although it is never easy to deal with conflicts among personnel, allowing tensions to fester will
eventually erode relationships and jeopardize the work unit's long-term effectiveness. In this case,
the supervisor plays a critical role as a neutral mediator, working to ensure conflicting parties
communicate with one another to convey their perspectives, and guiding them toward an acceptable
solution. To the extent that conflicting parties perceive that they have provided input to the solution,
they will be more likely to accept and abide by that solution.
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§> FACILITATING PERFORMANCE IMPROVEMENT <E

As a supervisor, you are responsible for facilitating performance improvement among your
subordinates by helping them develop the skills and abilities needed to perform their jobs. This
includes areas of deficiency where they need to improve, as well as areas of strength that can be
further enhanced. Strategies may include offering remedial training for areas of deficiency or
coaching the subordinate to improve/enhance the subordinate’s performance. When coaching
subordinates, you should work together to identify performance problems/goals, set performance
expectations and develop a plan to improve/enhance performance. Performance expectations
should be specific, measurable and achievable so that subordinates can monitor their own progress.
Involving the subordinate in this process will help ensure the expectations are perceived as
reasonable and attainable. As the subordinate implements the performance improvement plan, you
should be sure to acknowledge both successes and failures through timely feedback. Feedback
should be descriptive rather than evaluative, and specific rather than general. Remember, your role
as a coach occurs in an advisory capacity and you are guiding your subordinates through the steps
toward performance improvement. You should, however, be sure to consider the needs of the
subordinate as well as the organization to ensure organizational goals continue to be met. Lastly, in
addition to providing coaching directly to the subordinate, you should involve other resources, both
inside and outside the department that may help the subordinate to develop.

d) Application of Response Strategies: “The Description of Oral Board Examination” section of this
Preparation Guide contains a description of the content of each component. Think about the job
duties of the position for which you are testing. How do the examination components relate to the
job duties? Consider examples of relevance to these examination components from your own job
experience or based on observations of your superiors. When considering examples from your job
experience, consider the elements addressed above and ask yourself the following questions:

1) What did | do to develop/maintain constructive working relationships with others?

2) What did | do to help others resolve problems?

3) How did | demonstrate sensitivity and concern for others’ feelings?

4) What did | do to allow for and consider input from others?

5) How did | voice my disagreements with the perspectives of others in a tactful manner?

6) How did | recognize how actions taken by one individual can impact others?

7) What did | do to keep appropriate individuals informed of relevant information and updates?
8) What did | do to mediate conflicts?

9) What did | do to develop the capabilities of my subordinate personnel?
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3. ANALYZING AND DECIDING:

a) Definition: This dimension involves selecting an appropriate and timely course of action by seeking
out and analyzing information from various sources, evaluating the importance and relevance of
information, and considering alternative approaches and their implications, both in routine situations
as well as unusual situations where more traditional solutions may not apply.

b) Elements of Definition: The definition of Analyzing and Deciding can be broken down into the
following elements:

= Evaluating the Importance and Relevance of Information

= Seeking out and Analyzing Information from Various Sources
= Considering Alternative Approaches

= Selecting an Appropriate and Timely Course of Action

c) Response Strategies for Elements: Response strategies pertaining to each element of this
dimension are presented below in conceptual order.

é} EVALUATING THE IMPORTANCE AND RELEVANCE OF INFORMATION <E

This competency is first used when you are reviewing the exercise materials. You should identify
any key information or issues in the exercise materials that will impact your approach to the
situation. For example, you may encounter a subordinate who has a quick temper when interacting
with others (superiors, coworkers, peers or civilians), causing them to avoid working with this
subordinate whenever possible. ldentifying the issue helps define the focus of your response and
approach to be taken when addressing the subordinate’s quick temper and helping to restore the
subordinate’s relationships with others.

Once key information or issues have been identified, you should clearly convey during your
response that you fully understand the information presented and its relevance to resolving the issue
at hand. Some suggestions for conveying your understanding of the information presented include:

1) summarizing the critical details at the beginning of your response, taking care to be concise
to ensure that you reserve sufficient time to describe how you will address the problem.

2) incorporating and addressing the relevant details as they become most relevant to your
discussion of the problem, while ensuring that you cover all relevant information.

| S—

a} SEEKING OUT AND ANALYZING INFORMATION FROM VARIOUS SOURCES <H

Identifying key issues during your review of the exercise materials will help you identify gaps in
information. As with any real world situation, the exercise materials will present you with a finite
amount of information and you will need to determine what, if any, additional information is needed
to gain a complete and accurate understanding of the situation. It is often more difficult to recognize
when information is missing or omitted than it is to critically evaluate information that is presented to
you, but such information can be essential to effectively resolving a situation. For example, when
faced with a vehicle accident involving a tanker truck carrying an unknown liquid, it will be critical to
identify the unknown liquid in order to determine the safety procedures to be implemented at the
crash scene.
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Identifying missing or omitted information is just the first step in the information gathering process.
The next step involves determining how you will obtain the missing information. Using the same
tanker truck accident example, the unknown liquid could be identified by speaking to the driver (if
accessible), contacting the shipping company, or referring to the shipping papers, if it is safe to gain
access to the truck. Similarly, if you were to gather information to correct the performance problems
of your quick-tempered subordinate, you could speak directly with the problem subordinate, speak
with the subordinate’s previous supervisor(s), and/or review the problem subordinate’s personnel file
(including past performance evaluations) to gain a more complete picture of the subordinate’s
performance and current problems. The last step in the information gathering process is to adjust
your initial plans as needed to incorporate any new information gathered.

Gathering missing information will help you identify the relationships among the various pieces of
information provided and determine the root cause of problems. In dealing with the quick-tempered
subordinate, you may discover that the subordinate’s demeanor has changed only recently around
the same time that the subordinate responded to a traumatic incident scene. In this situation, it is
possible that the subordinate is having trouble coping with what occurred at the incident scene and
the coping difficulty could be the cause of the quick temper. Gathering additional information helped
you identify when the change in demeanor occurred and the potential cause of the change.

You may identify several pieces of missing information and need to rely on multiple sources to
obtain the missing information. The effectiveness of your ability to analyze information will be
impacted by the quality of the information you obtain. For example, you may receive information
from a subordinate regarding a performance problem with another subordinate. Rather than
assuming the information from this single source is accurate, a safer approach would be to verify the
accuracy of the information with another source before confronting your subordinate with the
performance problems.

P>  CONSIDERING ALTERNATIVE APPROACHES & o

Once you have gained a complete understanding of the situation by carefully reviewing the exercise
materials and identifying additional information that you would seek out, the next step involves
generating potential solutions to address the key issues of concern. Not all solutions will be equally
effective so you need to evaluate each potential solution to determine which solution best resolves
the situation. To ensure that you are making relevant comparisons, the same criteria should be
applied to evaluate all potential solutions.

These criteria could include:

= the number of resources required

= the likelihood that those impacted by the solution will be willing to accept the solution
= the amount of time needed for implementation

= the risks involved

* the benefits involved

= the practicality of implementing the solution

Although you may not normally verbalize your thought process when making decisions, in the Oral
Board setting, it may be beneficial to “think aloud,” that is, to convey the various solutions you
considered and your evaluation process so that the assessors can take that information into account
when evaluating the effectiveness of this element of Analyzing and Deciding.
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d)

a} SELECTING AN APPROPRIATE AND TIMELY COURSE OF ACTION <E

Decisions should be made in a timely manner to ensure the problem does not escalate. Making
timely decisions requires that you determine how much time you will devote to the analytical process
before committing to a decision. To assist in making a timely decision, you should focus on
identifying and collecting the information that is essential to gaining a complete and accurate
understanding of the key issues presented. There may be additional information that may help
bolster your chosen solution but that may not be important enough to risk any delay in
implementation.

Effective decision-making also depends on the manner in which decisions are made. You should
take responsibility for decision-making and arrive at your solutions in a decisive manner. Once
implemented, you should avoid second-guessing yourself unless new information comes to light to
strongly suggest that you need to revisit your original solution. For example, you may suggest that
the subordinate who displays a quick temper visit employee assistance to discuss the traumatic
incident. If, after some time, the subordinate is not displaying sufficient improvement, you may
decide to re-evaluate your original solution.

Application of Response Strategies: “The Description of Oral Board Examination” section of this
Preparation Guide contains a description of the content of the oral board exercise. Think about the
job duties of the position for which you are testing. How does the oral board exercise relate to the
job duties? Consider examples of relevance to the exercise and job duties from your own job
experience or based on observations of your superiors. When considering examples from your job
experience, consider the elements addressed above and ask yourself the following questions:

1) How were key issues and information of relevance to the problem identified and what was the
nature of these issues and/or information?

2) What information was identified as missing and were steps taken to obtain it?

3) What sources were used to obtain missing information?

4) Were adjustments made in plans once missing information was obtained?

5) Were relationships among different elements of the problem explored in order to identify
underlying or root causes of problems?

6) How did you verify the accuracy of information?

7) Were decisions made based on complete information?

8) What alternate solutions were identified for problem resolution?

9) How were alternate solutions evaluated to identify the optimal solution?

10) Did someone take ownership for decisions?

11) Were decisions made in a timely manner?

12) Were decisions made in a decisive manner?
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4. MANAGING ACTIVITIES:

a) Definition: This dimension involves establishing goals, planning activities, and identifying and
directing resources in an efficient and effective manner in order to achieve objectives. This includes
developing strategies for accomplishing goals that include contingencies for anticipated obstacles,
allocating authority and responsibility based on personnel capabilities and priorities, clearly
explaining assigned tasks and performance expectations, and monitoring/measuring progress

toward goals.

b) Elements of Definition: The definition of Managing Activities can be broken down into the following
elements:
= Establishing Objectives
= Developing Strategies for Accomplishing Objectives
= |dentifying and Directing Resources
= Anticipating Obstacles and Developing Contingencies
= Monitoring and Measuring Progress Toward Objectives

Managing Activities is related to Analyzing and Deciding in that it represents the step that would be
taken after determining how a problem or issue is to be addressed and/or resolved. It involves
developing a framework or strategy for accomplishing any task or objective.

c) Response Strategies for Elements: Response strategies pertaining to each element of this
dimension are presented below in conceptual order.

a} ESTABLISHING OBJECTIVES <E

The first step in developing a framework for addressing problems is to identify and prioritize the
objectives you seek to accomplish. This allows you to focus your efforts on the most critical parts of
the problem. For example, when faced with an incident you might identify objectives such as life
safety, incident stabilization, and property conservation. On the other hand, when correcting
subordinate performance problems, you might identify objectives such as identifying the problem,
gaining subordinate acceptance, identifying performance expectations, and gaining “buy-in” to the
improvement plan. It is important that you not only identify the objectives for addressing problems
but also that you prioritize these objectives. In some instances, priorities are very clear (e.g., in an
incident, the first priority is life safety); in other cases, priorities may be less obvious. With a
subordinate performance issue, gaining subordinate acceptance may be the first priority since until
that happens, a resolution may not be possible.

a} DEVELOPING STRATEGIES FOR ACCOMPLISHING OBJECTIVES <E

Once objectives are identified and prioritized, the next step is to identify the specific steps that you
will take to implement your plan. The objectives identified represent the milestones; however, a
specific action plan must be included to explain how you will achieve your objectives. Your
objectives can be achieved only if your action plan aligns with your objectives.
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3} IDENTIFYING AND DIRECTING RESOURCES <E

You should realize that resources (e.g., internal, external, technological, financial) are available to
assist you in resolving problems. Your action plan should include the identification of all relevant
resources, and, once identified, you should explain how these resources will assist in problem
resolution. It is important not only to assign resources to cover all activities in your plan, but also to
select the resources best suited for each activity and to provide a rationale. For example, the
response to a particular incident might require personnel with specialized training and/or equipment
in order to be accomplished in a safe and efficient manner. In addition, resources should be
assigned based on the importance and urgency of each activity. To achieve your top priority of life
safety at an incident scene it may be necessary to assign the majority of the available resources to
activities that help you achieve this objective first.

Although resources are available to you, you should still maintain control and provide direction. You
will need to determine how much responsibility for problem resolution you will maintain and how
much you will delegate to others. While the amount of responsibility that you maintain will likely be
influenced by the issue you are facing, it is unlikely that you would be successful in Managing
Activities if you delegate all responsibility for issue resolution to someone else or if you attempt to
retain all responsibility for problem resolution.

When delegating activities to others, you should clearly and completely explain the tasks that you
expect others to perform and identify your expectations for task completion. In other words, you
should be actively involved in the tasks you are delegating. Identifying your performance
expectations is important not only when delegating tasks, but also when correcting subordinate
performance issues. Once performance problems are identified, it is important to explain what
improvement requires by describing specific, behavioral examples of effective performance. In this
way, subordinates will be given a standard against which to compare and gauge their own
performance improvement.

ﬁ} ANTICIPATING OBSTACLES AND DEVELOPING CONTINGENCIES <E

You should be prepared to encounter obstacles or hurdles when implementing your plans. It will
help to identify potential hurdles and associated contingency plans for addressing anticipated
obstacles. For instance, when dealing with an incident scene, you normally have limited resources
directly available so you should be prepared with a strategy to call in additional resources.
Strategies may include: calling in the next shift early, holding the current shift over, requesting
resources from nearby stations, other departments etc. Similarly, when addressing the performance
problems of subordinates, it is very possible that they may not agree with your assessment of their
performance. Until agreement is achieved you will not achieve buy-in for any performance
improvement plan you hope to implement so you should be armed with information/documentation
to support your assessment (e.g., information from other supervisors, performance records) and be
prepared to respond to arguments put forth by the subordinate.
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§> MONITORING AND MEASURING PROGRESS TOWARD OBJECTIVES <E

Since the success of your plan depends on many factors, it is important to monitor the progress and
guality of work in progress and follow-up to ensure that your action plan is achieving the objectives
intended. For example, incidents typically evolve based on the actions of individuals at the scene,
environmental factors, etc. You should monitor the progression of the incident and make any
necessary changes to account for changing conditions and/or unsuccessful actions. Or, a
performance improvement plan that you developed for a subordinate may not lead to the type of
improvement you had expected. In this situation, a follow-up meeting with the subordinate may be
required to ascertain why the plan is not working and to adjust the plan accordingly.

The previous paragraphs focused on managing activities to resolve the issues presented in the
exercise/test materials. You should also manage your time during the response period to ensure
that you address all of the necessary activities. You will receive a copy of each Oral Board Exercise
during your preparation period. You should use the time in your preparation period to review each
exercise and identify the elements of your response. Once identified, you should determine how
much of the response period you will use to address each element of your response. In this way,
you can ensure that you provide a complete response in the time allotted. In addition, you should
monitor your time while responding. You will be permitted to bring a time-keeping device to the Oral
Board Examination.

d) Application of Response Strategies: The “Description of Oral Board Examination” section of this
Preparation Guide contains a description of the content of the oral board exercise. Think about the
job duties of the position for which you are testing. How does the oral board exercise relate to the
job duties? Consider examples of relevance to the exercise and job duties from your own job
experience or based on observations of your superiors. When considering examples from your job
experience, consider the elements addressed above and ask yourself the following questions:

1) What objectives were identified for issue resolution?

2) How were the objectives prioritized?

3) What specific steps were used to implement the action plan?

4) What resources were used for problem resolution?

5) How and why were these resources used?

6) How did delegation occur? What instruction was provided to others?

7) What obstacles or hurdles were anticipated and/or encountered in implementing the action
plan?

8) What contingency plans were identified/used to overcome anticipated or actual
obstacles/hurdles?

9) How much responsibility for problem resolution was maintained relative to the amount that
was delegated?

10) What follow-up activities were used to evaluate the effectiveness of plans once implemented?

11) What, if any, adjustments were made to plans based on follow-up evaluation?

12) Did you manage your time during the exercise to ensure you completed all necessary
activities?
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C. Summary of Competency-Specific Preparation Strategies

Review the Competency-Specific Oral Board Preparation Strategies presented above and practice
preparing for the Oral Board Examination by developing aresponse to the sample exercises
presented in the next section of this Guide.

Use the following summary of strategies to assist you in developing your response to the sample exercises.
These strategies will enable you to organize your thoughts and allow you to practice your skills in each of
the competency areas:

1. Prepare an outline of your response. (Oral Communication)

2. Ensure your response is sufficiently detailed and complete to clearly convey your thoughts. (Oral
Communication)

3. Identify the key issues and establish priorities among them. (Analyzing and Deciding)
4. Identify information you need to gather and questions you need to ask to obtain a complete and

accurate understanding of the situation. (Analyzing and Deciding)

5. Consider several options for addressing the issues and decide on an approach in a timely manner.
(Analyzing and Deciding)

6. Develop a potential plan for dealing with the issues, including time frames and contingencies as
necessary. (Managing Activities)

7. Identify resources that are available to you and determine how they will be used. (Managing
Activities)
8. Identify steps you will take to ensure that interactions with, and among, others will be constructive

and productive. (Interpersonal Interactions)

9. Identify actions you will take to develop or enhance the performance of others. (Interpersonal
Interactions)
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lll. Sample Oral Board Exercises

Sample Oral Board Exercises are presented in this section so that you may become familiar with the types
of exercises and response formats that you will encounter during the Oral Board Examination.

The actual Oral Board Examination materials will be different from the material presented here. These
exercises are merely illustrative of the kinds of problems you may encounter. The actual exercises you
receive have been developed based on the duties, tasks, and situations of relevance to MPD
Lieutenants, and are designed to assess the competencies identified earlier in this Guide.

A.

Sample Subordinate Performance Exercise:

You are a newly promoted Lieutenant, assigned as a Shift Commander for the past three months.
Although you are still in the process of getting to know your personnel, you are beginning to feel
comfortable in your new assignment. The Sergeants under your command appear to be eager,
cooperative, and energetic. However, over the past month you have noticed a disturbing trend.
Specifically, it appears that Sergeant Terry Williams is not taking appropriate charge of personnel at
incident scenes, and more generally, the performance of Williams’ subordinate personnel is
deteriorating as a result.

Sergeant Williams is a Patrol Sergeant and has held this position for six years. Sergeant Williams is a
20-year veteran of the department and has always been viewed as a true professional. Until recently,
you would have rated Sergeant Williams as one of the better supervisors with whom you have worked.

Since starting your assignment as a Lieutenant, you have received approximately two calls per week
from citizens complaining about personnel under Sergeant Williams’ supervision. Usually, the citizens
are upset over unfriendly conduct. However, over the past two months, you have received an
inordinate number of calls from different citizens complaining about several personnel under Sergeant
Williams’ supervision.

Specifically, each of the citizens stated that the personnel under Sergeant Williams’ supervision were
rude and unprofessional. For example, an officer told a high school student, who was trying to learn
more about the police profession, "I don’t have time for this, kid. Look at you, it's obvious that you
don’t have what it takes to become a police officer." In another case, an officer suggested to a woman
whose car broke down, "Why don’t you just get rid of this vehicle? No respectable person would drive
a car like this." Other complaints have been similar in nature. From your conversations with the
citizens and further investigation, you confirm that the problem is isolated to personnel under Williams’
supervision.

Today, an old friend of yours, Sergeant Sawyer, who works closely with Williams, advised you that
yesterday Williams responded to the scene of a violent confrontation involving several civilians
involved at a political rally. Williams refused to take command at the scene. As a result, an officer
received minor injuries. Sawyer assured you that he had no axe to grind but that the situation was
potentially very dangerous, and he felt that Williams should have taken command.

Due to your growing concern, you have decided to call Sergeant Williams into your office (for a private
meeting) to discuss the situation and work toward a resolution. An assessor will assume the role of
Sergeant Williams. The assessor will be introduced to you when you enter the room. Remember, you
will have 15 minutes to conduct this exercise. It is your responsibility to keep track of time.
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B. Suggested Approach to Sample Subordinate Performance Exercise:

The suggested approach presented below is intended to enhance your understanding of the
evaluation procedures that will be used for the Oral Board Examination exercises and to provide some
basic guidance regarding the steps you can take when preparing and presenting your responses at
the test site -- as well as during any practice you conduct prior to the examination. It is important to
emphasize that the suggested approach presented here is not meant to be exhaustive but merely to
serve as a summary guide to assist you in your preparation efforts. Remember, you have your
knowledge and familiarity with the MPD Standard Operating Procedures, rules, regulations, and
procedures to rely on in determining the actual content of your responses. We encourage you to use
any other strategies that you feel may enhance your performance during the Oral Board Examination
exercises and on the job.

Oral Communication: Effective performance in this area could be displayed by: speaking clearly,
enunciating words, speaking at a volume that is easy to hear, and using concise and appropriate
words, phrases, and sentences. Effective performance in this area is also characterized by a logical
and organized presentation of relevant information and by providing sufficient detail and rationale in
support of your ideas. After deciding on a plan and determining how that plan will be implemented,
you will then be expected to communicate/convey the plan during the exercise. The use of an outline
may help you to organize your response. A clear and organized response would include a description
of the key issues which need to be addressed and the plan for addressing these issues.

Ineffective performance would be displayed by: excessive wordiness or repetition, jumping from one
topic to the next in no logical sequence, presenting too much irrelevant or tangential information,
providing insufficient information or detail to support points that are made, speaking too quickly,
speaking at a volume that is difficult to hear, displaying distracting verbal or physical mannerisms or
using a tone or vocabulary that is not appropriate for the audience.

In testing situations, candidates may become flustered and forget what they intend to say. Use of the
outlining strategy described in the preparation strategies section of this Guide should help candidates
remember what issues to address.

Interpersonal Interactions: As you work with other individuals, departments and agencies to
address problems, effective interpersonal interactions could be displayed by: demonstrating sensitivity
and concern for others’ feelings and opinions when helping to deal with key issues and problems,
conducting activities in a manner that will elicit the effective cooperation and coordination of all
personnel, eliciting others’ input and offering support as needed, keeping appropriate individuals (e.qg.,
superiors) apprised of critical information, and treating other personnel and/or civilians in a respectful
and fair manner, particularly as you address any performance issues or interpersonal conflicts that
arise.

Ineffective interpersonal interactions would be displayed by: failing to keep appropriate individuals
apprised of critical information, treating personnel and/or civilians in a disrespectful or discourteous
manner, and ignoring interpersonal conflicts that arise among subordinate personnel.
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Analyzing and Deciding: Effective performance in this area could be displayed by: identifying the
key issues or problematic information presented in the exercise, seeking out missing information from
various sources, and establishing priorities among these issues once all of the issues are successfully
identified. By establishing priorities, you may be able to distinguish those issues that are critical to
immediately address from those issues that are less significant and can be addressed later. Once you
identify the issues that need to be addressed, alternative solutions could then be developed for the
problems identified. Since all proposed solutions may not be viable, it is important to consider the
implications of each potential solution before deciding on a timely course of action. When considering
the implications of a solution, you should be able to make a strong case for implementing the
particular solution. If you are unable to make a strong case for the solution you select, you may want
to rethink the proposed solution.

Ineffective performance would be displayed by: failing to demonstrate an understanding of the key
issues or problematic information during your response, failing to seek out additional information
needed, failing to take all of the critical information into account when making decisions, and failing to
come to a decision in a timely manner.

Managing Activities: Effective performance in this area could be displayed by: defining a plan to
carry out the proposed solution including the steps needed to implement the solution, anticipating
potential obstacles or hurdles, and developing a contingency plan or plans to address anticipated
obstacles. Effective performance in this area is also characterized by making use of the resources
available to assist you in addressing the problem, clearly explaining assigned responsibilities and
monitoring activities once assigned. You could rely on other personnel resources when you are
seeking additional information and/or implementing a plan. Although other personnel may be
available to assist, you should avoid turning over complete responsibility for the handling of any
problem, or any element of a problem, that should more appropriately come under your
authority/supervision as a Lieutenant.

Ineffective performance would be displayed by: failing to develop and specify a clear plan for
addressing the problems, failing to make use of available resources or using available resources
ineffectively, failing to provide clear direction when assigning responsibilities to personnel, failing to
anticipate likely obstacles, and failing to monitor activities and/or re-evaluate the plan and resource
allocation as the situation progresses.
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C. Sample Incident Command Exercise:

Consistent with the actual exercise you will receive, this sample includes a sample of an Initial Incident,
and potential events that could occur during the Incident Update.

Initial Incident:

You are a newly promoted Lieutenant and have been in this position for the past three months. At 1615
hours, Communications reports that a juvenile has escaped from a detention center. Staff members at
the detention center believe that the juvenile arranged for transportation because there is no sign of the
juvenile anywhere around facility grounds. At 1645 hours, Communications reports that two of your
officers, Stroud and Henderson, were dispatched to a home invasion. The officers report that two
juveniles forced their way into the home of an elderly couple and threatened to harm the couple if they
did not give up their money and car keys. The elderly couple did as they were instructed. In addition to
taking the couple’s money and car keys, the suspects ransacked the house and took several pieces of
antique jewelry and a hunting knife. After failing to find more items of value in the home, the suspects
demanded that the elderly couple tell them where they were keeping their valuables. The elderly man
informed the suspects that the couple had nothing else of value. One of the suspects shoved the man
to the ground and both suspects kicked the man repeatedly while he was on the ground. The man
sustained several contusions to the head and chest area. The elderly couple indicated that the two
suspects split up after leaving their residence. One suspect fled in the vehicle that the suspects drove to
the couple’s home, while the second suspect fled in the couple’s vehicle, a 2005 Ford Taurus. The
elderly couple indicated that the two juveniles were not armed when they arrived at their residence. You
advise Communications that you are responding to the scene.

Your task is to describe to the board your plan for handling this incident. In describing your plan,
provide an assessment of the situation and description of how you would proceed at this point.
Remember, you have a limited amount of time to respond to the initial incident description before you
are provided with an update to the incident. It is up to you to keep track of time.

D. Anticipating the Nature of the Incident Update:

During your appearance before the board, you will receive new information via the update that may
affect your initial assessment of the incident. DURING THE PREPARATION PERIOD you can attempt
to anticipate the nature of the update you will receive while you are reviewing and preparing your
response to the Initial Incident description. Using the sample Initial Incident presented in this
preparation guide, think about how this incident could progress. For example, you may receive:

= confirmation that one of the suspects from the home invasion is the same juvenile who escaped
from the detention center.

= an update that one of the suspects is committing another crime such as a robbery, a carjacking,
or another home invasion.

*= an update that one of the suspects was in a vehicle accident and is now fleeing on foot.

It is important to remember that the list of potential updates above is not exhaustive. It is, however,
intended to illustrate the types of updates you may receive during the actual test. When you do receive
the update during the actual test, you should make sure that you update your initial plans based on the
new information provided, if necessary.
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E. Suggested Approach for the Sample Incident Command Exercise:

Again, the suggested approach presented below is intended to enhance your understanding of the
evaluation procedures that will be used for the Oral Board Exercise and to provide some basic guidance
regarding the steps you can take when preparing and presenting your response at the test site -- as well
as during any practice you conduct prior to the test. It is important to emphasize that the suggested
approach presented here is not meant to be exhaustive but merely to serve as a summary guide to
assist you in your preparation efforts. Remember, you have your knowledge and familiarity with the
Milwaukee Police Department Standard Operating Procedures, rules, regulations, and procedures to
rely on in determining the actual content of your response. We encourage you to use any other
strategies that you feel may enhance your performance during the Oral Board Exercise and on the job.

Oral Communication: Effective performance in this area could be displayed by: speaking clearly,
enunciating words, speaking at a volume that is easy to hear, and using concise and appropriate words,
phrases, and sentences. Effective performance in this area is also characterized by a logical and
organized presentation of relevant information and by providing sufficient detail and rationale in support
of your ideas. After deciding on a plan and determining how that plan will be implemented, you will then
be expected to communicate/convey the plan during the exercise. The use of an outline may help you
to organize your response. A clear and organized response would include a description of the key
issues which need to be addressed and the plan for addressing these issues.

Ineffective performance would be displayed by: excessive wordiness or repetition, jumping from one
topic to the next in no logical sequence, presenting too much irrelevant or tangential information,
providing insufficient information or detail to support points that are made, speaking too quickly,
speaking at a volume that is difficult to hear, displaying distracting verbal or physical mannerisms or
using a tone or vocabulary that is not appropriate for the audience.

In testing situations, candidates may become flustered and forget what they intend to say. Use of the
outlining strategy described in the preparation strategies section of this Guide should help candidates
remember what issues to address.

Interpersonal Interactions: As you work with other individuals, units, and agencies to address
problems, effective interpersonal interactions could be displayed by: demonstrating sensitivity and
concern for others’ feelings and opinions when helping to deal with key issues and problems, conducting
activities in a manner that will elicit the effective cooperation and coordination of all personnel, eliciting
others’ input and offering support as needed, keeping appropriate individuals (e.g., superiors) apprised
of critical information, and treating other personnel and/or civilians in a respectful and fair manner,
particularly as you address any performance issues or interpersonal conflicts that arise.

Ineffective interpersonal interactions would be displayed by: failing to keep appropriate individuals
apprised of critical information, treating personnel and/or civilians in a disrespectful or discourteous
manner, and ignoring interpersonal conflicts that arise among subordinate personnel.

Analyzing and Deciding: Effective performance in this area could be displayed by: identifying the key
issues or problematic information presented in the initial description of the exercise, seeking out missing
information from various sources, and establishing priorities among these issues once all of the issues
are successfully identified. By establishing priorities, you may be able to distinguish those issues that
are critical to address immediately from those issues that are less significant and can be addressed
later, if at all. Once you identify the issues that need to be addressed, alternative solutions could then
be developed for the problems identified. Since all proposed solutions may not be viable, it is important
to consider the implications of each potential solution before deciding on a timely course of action.
When considering the implications of a solution, you should be able to make a strong case for
implementing the particular solution. If you are unable to make a strong case for the solution you select,
you may want to rethink the proposed solution.
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Ineffective performance would be displayed by: failing to demonstrate an understanding of the key
issues or problematic information during your response, failing to seek out additional information
needed, failing to take all of the critical information into account when making decisions, and failing to
come to a decision in a timely manner.

Managing Activities: Effective performance in this area could be displayed by: defining a plan to carry
out the proposed solution including the steps needed to implement the solution, anticipating potential
obstacles or hurdles, and developing a contingency plan or plans to address anticipated obstacles.
Effective performance in this area is also characterized by making use of the resources available to
assist you in addressing the problem, clearly explaining assigned responsibilities and monitoring
activities once assigned. You could rely on other personnel resources when you are seeking additional
information and/or implementing a plan. Although other personnel may be available to assist, you
should avoid turning over complete responsibility for the handling of any problem, or any element of a
problem, that should come under your authority/supervision as a Lieutenant.

Ineffective performance would be displayed by: failing to develop and specify a clear plan for addressing
the problems, failing to make use of available resources or using available resources ineffectively, failing
to provide clear direction when assigning responsibilities to personnel, failing to anticipate likely
contingencies, and failing to monitor activities and/or re-evaluate the plan and resource allocation as the
situation progresses.
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CAREER REVIEW BOARD

|. General Description of Career Review Board

A. Content: This exercise will allow for an evaluation of candidates with respect to a series of
competencies (abilities and personal characteristics) based on a consideration of their past
performance and experience. The exercise will last 15 minutes and will include two parts as
follows:

1. Oral Résumé Presentation (10 minutes). Candidates will be asked to give a
presentation to address how their previous work history, experience, and performance;
as well as additional training, educational, and other development efforts, have
contributed to their current performance effectiveness and their potential to perform at
the position of Lieutenant. Specific instructions and an outline of topics to be covered
are presented on the pages that follow.

In order to provide a point of reference for the Oral Résumé Presentation for candidates
and assessors, as well as to provide documentation of the career facts to be presented,
candidates will be required to prepare and submit a Written Fact Sheet that will be
provided to the assessor board and reviewed just before each candidate enters the
board room to give their Oral Résumé Presentation. Specific instructions/guidelines
concerning the format and content of the Written Fact Sheet, along with an illustrative
sample, are provided on the pages that follow.

2. Follow-up and Standardized Questions (5 minutes). At the conclusion of their Oral
Résumeé Presentation, candidates will be asked a limited number (i.e., 1-2) of follow-up
guestions based on their Oral Résumé Presentation. Board members will then ask a
limited number (i.e., 1-2) of standardized questions concerning how the candidate has
handled, or would handle, past and/or hypothetical future situations or issues. Samples
of the types of questions that may be asked are provided on the pages that follow.

NOTE: It is important to emphasize that although there are several elements
comprising each candidate’s Career Review Board, only one evaluation will be
provided and the focus of that evaluation will be on the information presented orally
while in the assessor boardroom —that is, the Oral Résumé Presentation and
responses to any Follow-up/Standardized Questions. The Written Fact Sheet is
intended as a supporting document for candidates and assessors and will NOT be
rated separately by assessors. More information is provided on the pages that
follow.
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B. Administrative Logistics: The following pages present the topics to be covered during the
Oral Résumé Presentation and guidelines related to the format and content of the Written
Fact Sheet to be submitted. Other than their Oral Résumé Presentation notes and a
personal copy of the Written Fact Sheet that candidates bring with them to the test site, all
of the materials candidates need to conduct the Career Review Board will be provided when
they report to the test site. No electronic communication equipment will be allowed at the
test site, including pagers, cell phones, tablets, laptops, etc.

With respect to the Career Review Board, candidates may only bring their Oral Résumé
Presentation notes and personal copy of their Written Fact Sheet into the Career Review
Board room. Candidates' materials will be inspected at the test site, prior to entering the
preparation area and Career Review Board room, to ensure that any materials brought into
these rooms for the Career Review Board conform to these guidelines. Any violation of
these guidelines may be cause for disqualification from the promotion process.

NOTE: It is important that candidates come to the test site fully prepared to give their
Oral Résumé Presentation because there will only be a brief break (5 minutes) after
they participate in the two Oral Board Exercises when candidates will be given an
opportunity to use the restroom and conduct a final review of their Oral Résumé
Presentation notes before entering the Career Review Board room.

C. Evaluation: Three-member assessor panels will be trained by EB Jacobs to evaluate
candidate performance in the Career Review Board. The three Career Review Board
assessors may be a combination of sworn officers from agencies outside the Milwaukee
Police Department as well as sworn officers from within the Milwaukee Police Department.
All Career Review Board assessors will participate in extensive training. During this training
session, assessors will review the Career Review Board elements (Oral Résumé
presentation outline/topics, Written Fact Sheet outline, and follow-up/standardized
guestions), and be trained to observe, record, and evaluate candidate behaviors with
respect to the assessment dimensions. Finally, assessors will practice evaluating
candidates by participating in “mock” assessments.

MPD LT Promotion Examination — Candidate Preparation Guide Page 31



D. Assessment Competencies/Dimensions: Based on our assessment of the MPD Lieutenant
position, the following critical competencies (abilities and personal characteristics) will be assessed
during the Career Review Board:

1. Oral Communication: This dimension involves speaking fluently by expressing ideas and opinions
in a clear, concise, and organized manner. This dimension also involves the ability to promote
and/or defend ideas by providing supporting information and presenting thoughts in a convincing
and logical manner.

2. Interpersonal Interactions: This dimension involves establishing constructive working relationships with
others. This includes demonstrating consideration and respect for others’ feelings, needs, views, and
contributions while maintaining the necessary balance to ensure that objectives continue to be met. This
also includes the ability to foster a cooperative team environment, negotiate/reconcile conflict among
others, and provide guidance and development opportunities to facilitate performance improvement.

3. Analyzing and Deciding: This dimension involves selecting an appropriate and timely course of
action by seeking out and analyzing information from various sources, evaluating the importance
and relevance of information, and considering alternative approaches and their implications, both in
routine situations as well as unusual situations where more traditional solutions may not apply.

4. Managing Activities: This dimension involves establishing goals, planning activities, and identifying
and directing resources in an efficient and effective manner in order to achieve objectives. This
includes developing strategies for accomplishing goals that include contingencies for anticipated
obstacles, allocating authority and responsibility based on personnel capabilities and priorities, clearly
explaining assigned tasks and performance expectations, and monitoring/measuring progress toward
goals.

5. Accountability: This dimension involves adhering to and applying policies, procedures, and standards in
an appropriate, consistent, and fair manner. This includes setting a personal example by following
established rules and regulations and modeling the core values of the agency. This also includes holding
others accountable by addressing and correcting problem performance or discipline violations in a timely,
consistent, and fair manner.

6. Initiative and Independence: This dimension reflects on an individual’s “drive,” the tendency to take action
without being prompted to achieve objectives. This dimension also involves the ability to work with limited
or no oversight while still recognizing when it is necessary to seek others’ input before taking action.

NOTE: These are the six competency areas that will need to be addressed
(whenever possible) by candidates as part of the Oral Résumé Presentation and
Follow-up and Standardized Questions. Additional information is provided on the

pages that follow.
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[I. Career Review Board Elements

OVERVIEW: The Career Review Board (CRB) evaluations will be based on the extent to which your
previous work history, experience, and performance; as well as additional training and development efforts
made on your part, have contributed to: 1) your effectiveness as an incumbent MPD Sergeant, or
Detective and 2) your potential as an MPD Lieutenant. These evaluations will be made on the basis of
the information presented during your Oral Résumé Presentation and your responses to any Follow-
up/Standardized Questions.

A. Oral Résumé Presentation Instructions and Topics:

You will have a maximum of 10 minutes to give your Oral Résumé Presentation to the Career Review
Board. The topics listed below should be covered in your presentation. While you may take less time to
present, you will not be allowed to exceed the 10-minute time limit. Furthermore, although the topics have
been presented in a specific order below, it is NOT necessary that you follow this order when giving your
presentation nor that you divide your presentation into separate and distinct sections as has been done
below. It is only important that you cover ALL topics listed. Keep in mind that after your Oral Résumé
Presentation, the assessor board will ask you a limited number of Follow-Up and/or Standardized Questions
during the subsequent 5-minute period.

You may use handwritten or typed notes during your presentation but copies of any notes may NOT be
provided to the assessor board. In addition, you may NOT use any visual aids (e.g., overheads, slides, etc.)
and you may NOT bring in prepared handouts for the assessors.

Oral Résumé Presentation Topics: Candidates should cover the following topics during their Oral
Résumé Presentation. Since the board members will review candidates’ Written Fact Sheet prior to
listening to their Oral Résumé Presentation, candidates should use their Written Fact Sheet as a supporting
document to supplement and support points made during the Oral Résumé Presentation, rather than
reading the Fact Sheet to the board directly or addressing the Fact Sheet in detail, in and of itself.

Describe how your past experiences, training, education and other activities or endeavors have:
1. contributed to the development of the six competency areas to be evaluated, and
2. prepared you to make the transition to, and effectively perform, the Lieutenant’s job.

As you describe how your past experiences have contributed to your development and
preparedness, be sure to:

. relate your comments to the six competency areas whenever possible.

. use specific examples to best illustrate your effectiveness in the various competency
areas and the points you seek to make.

. identify one specific competency or area of personal performance that you will need to

focus on developing to make a successful transition to the Lieutenant’s role and describe
the steps you will take to develop in that competency/area.
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B. Written Fact Sheet Instructions:

You will be responsible for creating a Written Fact Sheet that will be used to support the information
provided during your Oral Résumé Presentation.

The purpose of the Written Fact Sheet is to:

e Facilitate your efforts and those of the assessors by providing a concise overview of your MOST
RELEVANT career highlights and achievements in the context of:

0 your work history with the MPD
o0 other relevant experiences in work/military/community activities
0 relevant special training, educational experiences, awards and commendations

By providing a list of the most relevant facts to the board members in advance, candidates will be able
to focus on the presentation topics during their Oral Résumé Presentation, rather than first having to
present a list of applicable experience from the Written Fact Sheet. As noted above, the Written Fact
Sheet should be treated as a supporting document rather than being read to the board directly or
referenced in detail, since assessors will already have reviewed the Written Fact Sheet by the time each
candidate enters the boardroom. The same is true for assessors. The Written Fact Sheet is a
supporting document for understanding and evaluating the information candidates present during the
Oral Résumé Presentation and in response to any Follow-up/Standardized Questions that will be asked.

e Provide documentation of the facts to be presented during the Oral Résumé Presentation portion
of the Career Review Board to address any concerns candidates might have about the possibility of
misrepresentation. If additional facts are presented by candidates during the course of responding to
any Follow-up/Standardized Questions, assessors will record those facts for documentation purposes as
well. All details presented during the Career Review Board are subject to verification. Any candidate
found to have misrepresented themselves during any portion of the Career Review Board may
be subject to disqualification from the promotion process. Further disciplinary action also may
occur.

Candidates should keep in mind that the Written Fact Sheet is intended to support or supplement their
Oral Résumé Presentation and should include critical and relevant factual information. Candidates do
NOT need to present all of their experiences on the Fact Sheet but should include and
HIGHLIGHT those experiences that are most relevant to their planned Oral Résumé Presentation
and which will best convey their effectiveness in the competency areas to be evaluated and their
preparedness to assume the Lieutenant’s position.

AS STATED EARLIER, IT IS IMPORTANT THAT CANDIDATES KEEP IN MIND THAT THE FOCUS
OF THE EVALUATION WILL BE ON CANDIDATES’ ORAL REMARKS. THEREFORE,
CANDIDATES SHOULD FOCUS THEIR EFFORTS ON PREPARING THEIR ORAL RESUME
PRESENTATION BASED ON THE TOPICS OUTLINED ABOVE AS WELL AS ANTICIPATING ANY
FOLLOW-UP/STANDARDIZED QUESTIONS THEY MAY RECEIVE AND THE ANSWERS THEY
WILL PROVIDE IN RESPONSE. THE WRITTEN FACT SHEET WILL NOT BE EVALUATED IN
ISOLATION.
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C. Written Fact Sheet Guidelines:

Candidates are encouraged to follow the guidelines presented below when creating their Written Fact Sheet
as this is the format that assessors will be trained to expect. Any significant departures from this format
could impact the evaluation.

Arial font in a 12-point font size

One inch page margins on all sides (top, bottom, left, and right margins)

Single line spacing

A maximum of four pages (8 2" X 11”) in length, and stapled in the top left-hand corner if multiple

pages are used; You may double-side each sheet, if desired. There is no minimum page requirement;

no special presentation binders are needed or desired.

= Three copies of your Fact Sheet must be submitted to the Fire and Police Commission (FPC) by
Friday, May 15 at 4:30 p.m. The three copies MUST be submitted in a manila envelope with your
6-Digit PeopleSoft ID number on the front of the envelope and on each copy. Ensure your
PeopleSoft ID number is printed large enough to read. Any candidate who fails to submit a Fact
Sheet to the FPC by this deadline may not be allowed to continue in the selection process.

= Maintain your own personal copy of your Fact Sheet for your reference while preparing for and
conducting the Career Review Board.

= Written Fact Sheets will be used for the Career Review Board ONLY and will be maintained by EB
Jacobs following the conclusion of all testing.

= All information provided must be accurate and truthful. Again, any candidate found to have

misrepresented themselves during any portion of the Career Review Board may be subject to

disqualification from the promotion process. Further disciplinary action also may occur.

The Written Fact Sheet you prepare should include the sections presented on the following page (unless
not applicable or relevant) in the same order in which they are presented, and the guidelines provided must
be followed. Some sections (e.g., military service) may not apply. Again, when completing each section,
you should include those experiences that are MOST RELEVANT to the competencies to be
assessed during the Career Review Board and to the effective performance of the Lieutenant
position. A sample of a completed Written Fact Sheet is provided to help illustrate what is expected of
candidates.
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D.

Qutline of Fact Sheet Sections

Personal Information: In this section include your name, current rank, current assignment location, and
date of hire with the MPD.

Work Experience:

a. Experience with the MPD: In this section list all assignments held in the MPD starting with your
most recent assignment. For each assignment, identify the name of the MPD organizational unit,
include the range of dates you held the assignment/job and list at least one, but no more than three,
accomplishments you achieved while in the assignment/job.

b. Experience outside the MPD: If applicable, in this section, you may also list other work experiences
with other organizations that you feel are relevant to the performance of the Lieutenant position.
Provide the range of dates for each experience and list at least one, but no more than two,
accomplishments achieved while in any given job.

Military Service: If applicable, in this section include the branch of the military in which you served or
are serving and the highest rank you achieved. You may also include any accomplishments you
achieved while serving in the military that you feel are relevant to the performance of the Lieutenant
position.

Education: In this section include the highest level of education completed. If you have obtained a
college degree, or are in the process of obtaining a degree, list the name of the college(s) you have
attended or are attending, and identify the area in which the degree has been or will be obtained. If you
are in the process of pursuing a degree, provide the number of credit hours completed and your
expected graduation date. You may also include any accomplishments you achieved while completing
your post high school education that you feel are relevant to the performance of the Lieutenant position.

Special Training: In this section list any special training you have received which you feel is relevant to
the performance of the Lieutenant position. It is not necessary to include more routine, mandatory
training. Information in this section should focus on MPD training or other training that is NOT required
of all personnel.

Other Relevant Experience (Committees, Boards, Affiliations, etc.): If applicable, in this section list
any boards, affiliations, committees, volunteer organizations, etc. on which you have served within or
outside the MPD that you believe have helped prepare you to perform in the position of Lieutenant.

Other Relevant Information: If there are any additional facts that you believe are relevant to the
performance of the Lieutenant position but do not fit within the above sections please include them in
this final section of the Written Fact Sheet.

Please note that there is NO separate section on the Written Fact Sheet for listing the awards or other forms
of recognition you have received. This information can instead be included within the existing sections,

where applicable.

Keep in mind that to best convey how any experience, award, recognition, etc. identified in your Written
Fact Sheet reflects on your effectiveness, you should clearly explain (during your Oral Résumé
Presentation) what you did as part of the experience, and/or to achieve the award/recognition, and how it
has contributed to your potential to perform the Lieutenant’s job.
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E. Sample Fact Sheet — Provided for Illustrative Purposes Only:

A sample Fact Sheet is presented below. Please note that this sample excludes sections 2b and 7,
suggesting there was no other relevant work experience outside the MPD (2b) and no other relevant
information (7) to be addressed.

Personal Information

Sergeant Tracey H. Copeland
Milwaukee Police Department (MPD)
(Insert Current Assignment/Location)
Date of Hire: July 25, 1996

Work Experience with the MPD

Patrol Sergeant — (Insert Assignment/Location) (2004 — present)
= Recognized for work on issues related to communicable diseases and officer safety.
= Chosen as the Area IV representative to the State Incident Management Team (IMT).

Patrol Officer — (Insert Assignment/Location) (1996 — 2004)
= Conducted intensive follow-up on numerous burglaries of residential homes, resulting in 22 cases
cleared.
» Recognized for making the most DUI arrests in assigned location with 42 in 2004.
= Received a Chief's Commendation Medal for creation of the first School Resource Officer (SRO)
Program.

Military Service

= Currently serving at rank of Master Sergeant in the United States Air Force Reserve (USAFR)
- Received USAF Achievement Medal
Education

= Bachelor of Science, Criminal Justice, University of Wisconsin, 2002.
= Masters candidate, Business Administration, University of Wisconsin; 9 credits completed; expected
graduation — December 2015.

Special Training

= Advanced Collision Investigations
= Certified Instructor Course

= D.U.l. Prosecution Seminar

= Capabilities of NCIC

Other Relevant Experience (Committees, Boards, Affiliations)

= Chairperson, Leadership Forum, 2010
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F. Follow-Up and Standardized Questions:

As noted above, the second part of the Career Review Board will consist of a limited number of Follow-
Up and/or Standardized Questions. Sample questions are presented below for illustrative purposes
only. These samples are generic prototypes, representing the types of questions you might encounter
during the actual Career Review Board. The actual questions you receive have been developed based
on the duties, tasks, and situations of relevance to MPD Lieutenants, and are designed to assess the
Career Review Board assessment competencies identified earlier in this Guide.

1. SAMPLE Follow-Up Questions

The Board will ask you a limited number of follow-up questions based on the information you
provided in your presentation. The follow-up questions may ask you to:

a) Explain the reasons for your past behaviors.
b) Clarify or expand upon information you provided.
2. SAMPLE Standardized Questions

The Board will ask you a limited number of standardized questions regarding issues of relevance to
your past, present or future job-related experiences.

a) What do you feel are some of the biggest operational challenges facing police supervisors and
commanders in today’s law enforcement environment and how would you address those
challenges as a new Lieutenant?

b) Provide an example of an instance in which you had to make a difficult decision on the job and
describe the steps you took to ensure you could make that decision in an effective and timely
manner.
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lll. General Preparation Suggestions for the Career Review Board

The focus of the Career Review Board will be placed on the assessment competencies described
earlier, as they relate to past, present, and/or hypothetical future job relevant experiences. Since the
first portion of the Career Review Board is included directly in this Guide, you can prepare directly
using the information and guidelines provided for the Oral Résumé Presentation and Written Fact
Sheet.

To assist you in drafting/creating your response to the Oral Résumé Presentation Topics, drafting
your Written Fact Sheet, and preparing for any Follow-up and/or Standardized Questions, consider
the following questions and any additional questions you can generate that are similar to the
samples presented in this Guide:

= What types of behaviors do current MPD Lieutenants exhibit that lead to success? How do
these behaviors relate to each of the competency areas to be assessed?

= QOrganize and write down examples of successful past performance. Think about how these
examples relate to each of the Career Review Board competency areas to be assessed. What
did you do well? What could you have done to be more effective?

= Organize and write down examples of areas where you have had difficulty in the past. Think
about how these examples relate to each of the Career Review Board competency areas to be
assessed. What did you learn from these examples? What have you done to improve your
performance in these areas?

= Think about some of the critical issues or challenges currently facing MPD Lieutenants and/or
the Department as a whole. How would you describe these issues/challenges and what do you
feel you can do as a Lieutenant to help address these issues/challenges?

= Think about how the various competency areas relate to the overall effectiveness of the
Department and its members. As a Lieutenant, what can you do in each of these areas to
contribute to the development and success of the organization as a whole and its individual
members?

To assist you in giving your Oral Résumé Presentation, practice delivering the presentation to others
who can provide feedback. Be sure that you can complete your Oral Résumé Presentation in 10
minutes or less as you will not be allowed to exceed the time limit allotted at the test site.
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CONCLUSION

This Preparation Guide is designed to familiarize candidates with all aspects of the Oral Board Examination
and Career Review Board components of the promotion examination, including the scenarios and
guestions, logistics, and evaluation procedures; as well as to provide some suggestions for preparation.
The suggestions provided here are not exhaustive — we encourage candidates to engage in any additional
preparation strategies they believe will enhance their chances of performing effectively on the promotion

examination and on the job.
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BEST OF LUCK!
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